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Job quality, and more explicitly the development of high-quality jobs, has been a priority on 
European policy-making agendas over the past decade. Consequently, entrepreneurship as a 
job creation strategy has received substantial attention. In particular, policy has prioritised 
increasing the number of female entrepreneurs, yet, concurrently there has been concern 
regarding declining job quality, particularly in feminised sectors. Despite the importance 
placed on these policies, there are cautions in the literature that a strategy focused on improving 
the number of jobs in the labour market does not necessarily create high quality jobs. While 
the number of jobs in the labour market have been increasing in Europe, so too have non-
standard work arrangements. These arrangements are considered to be characteristics of low-
quality jobs. The three aforementioned policies; job quality, entrepreneurship as a job creation 
strategy and female entrepreneurship, each have the potential to impact the quality of jobs being 
created in the labour market. Despite the interrelationship between entrepreneurship, female 
entrepreneurship, and job quality, not only do such policies appear to be operating largely 
independently, but there is a dearth of literature linking these issues explicitly. This study seeks 
to begin to address this issue by examining the relationship between an entrepreneur’s gender 
and the quality of jobs they create. 
 
 A two phased mixed method approach to addressing the identified research gap was 
undertaken. Phase one, a quantitative phase, comprises of a survey of Irish entrepreneurs who 
are employers. Having identified differences in job quality between male and female owned 
businesses, a second phase, comprising of semi-structured interviews, identified factors that 
account for such differences. 
 
The findings of this study contribute to the literature on job quality in a number of ways. The 
primary contribution of this study is involving entrepreneurs as employers in the conversation 
on job quality. Furthermore, while finding that objectively job quality is poorer in female 
owned businesses, this study highlights that gender is not a primary issue in influencing job 
quality. Business context, namely whether a firm is considered high or low potential, emerged 
as having a greater influence on the quality of jobs business owners created. Additionally, this 
study has identified the absence of a comprehensive definition and approach to job quality in 
Irish policy. Having identified this weakness, this study argues that a modified version of the 
Eurofound (2012) Job Quality framework, which allows for different business contexts and 
employee needs, should be used. Such a framework will provide important descriptors that can 
signal, to business owners, important job quality dimensions to be considered when designing 
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GLOSSARY OF TERMS 
 
Action Plan for Jobs 2018: The in an annual series outlining the Government’s approach to 
maximising employment across Ireland (Department of Business, Enterprise and Innovation, 
2018b). 
 
Bord Bia: an Irish State Agency with the aim of promoting sales of Irish food and horticulture 
both abroad and in Ireland itself, thus enabling growth and sustainability of producers (Bord 
Bia, 2021) 
 
Central Statistics Office (CSO): Ireland’s national statistical office. The purpose of the 
organisation is to impartially collect, analyse and make available statistics about Ireland’s 
people, society and economy (CSO, 2021). 
 
Department of Enterprise, Trade and Employment: Irish Government Department overseeing 
the following: enterprise innovation; trade and investment; support for SME’s; the business 
environment; workplace and skills; EU and internal market; company and corporate law; and 
consumer and competition. The department has formally been known as the Department of Jobs, 
Enterprise and Innovation, and also, the Department of Business, Enterprise and 
Innovation (Department of Enterprise, Trade and Employment, 2021). 
 
Early-Stage Entrepreneurs: Those who are either planning a start-up or have started but have 
not paid salaries for more than three months (GEM, 2020a). 
 
Enterprise 2025 Renewed: An Irish Government strategy which sets out Ireland’s medium-
term national enterprise strategy. The strategy advocates for Ireland to be the best place to 
succeed in business, delivering sustainable employment and higher standards of living for all 
(Department of Business, Enterprise and Innovation, 2018a). 
 
Enterprise Ireland (EI): An Irish Government Agency responsible for the development and 
growth of Irish enterprises in world markets. They work in partnership with Irish enterprises to 
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help them start, grow, innovate and win export sales in global markets (Enterprise Ireland, 
2020). 
 
Enterprise Ireland Action Plan for Women in Business 2020: Strategy developed by the 
Department of Enterprise Trade and Employment outlining  Ireland’s strategy to increasing the 
participation of women in entrepreneurship and business leadership. The strategy has four 
objectives: Increasing the number of women-led established companies growing 
internationally; Increasing the number of women in middle and senior management and 
leadership roles in Irish companies; Increasing the number of women becoming entrepreneurs; 
Increasing the number of women-led start-ups with high growth potential (Department of 
Enterprise Trade and Employment, 2020) 
 
Future Jobs Ireland 2019: An Irish Government strategy providing a framework for the future 
of Irish jobs. It focuses on five pillars: embracing innovation and technological change; 
improving SME productivity; enhancing skills and developing and attracting talent; increasing 
participation in the labour force; and transitioning to a low carbon economy (Department of 
Business, Enterprise and Innovation, 2019). 
 
Global Entrepreneurship Monitor (GEM): A networked consortium of national country 
teams which collect survey data from entrepreneurs (GEM, 2021) 
 
InterTradeIreland: Government agency supporting small businesses in Ireland and Northern 
Ireland explore new cross-border markets and develop new products and services 
(InterTradeIreland, 2021). 
 
Local Enterprise Offices (LEOs): Government agency providing advice, information and 
support to entrepreneurs in starting up or growing their business (LEO, 2020). 
 
New Business Owners: Those who have started a new business between January 2016 and 




Science Foundation Ireland (SFI): is a government agency with responsibility for funding of 
basic and applied research in the areas of science, technology, engineering and mathematics 
(STEM) with a strategic focus  and assists the development and competitiveness of industry, 




CHAPTER ONE: INTRODUCTION 
1.1 Introduction  
Job quality, and more specifically the development of good-quality jobs, has been of high 
importance on European policy-making agendas over the past decade. At the same time, 
entrepreneurship as a job creation strategy has received considerable attention. In particular, 
policy has prioritised increasing the number of female entrepreneurs, yet, simultaneously there 
has been concern regarding declining job quality particularly in feminised sectors. Despite the 
interrelationship between entrepreneurship and job quality, there is a dearth of literature linking 
both issues explicitly. This study addresses this issue by examining the relationship between 
an entrepreneur’s gender and the quality of jobs they create. This chapter outlines the 
background and rationale to the research. It also provides an overview of the research aim and 
objectives, as well as the methodological approach used to address them. Finally, it offers a 
preview of the thesis structure. 
 
 
1.2 Background to the Research 
The development of high-quality jobs and entrepreneurship as a job creation strategy have been 
elevated on European policy-making agendas over the past decade (International Economic 
Development Council, 2010; Eurofound, 2017). Job quality enhancement has been an implicit 
aim of the Europe 2020 strategy (Eurofound, 2017), as well as the European Pillar of Social 
Rights (European Commission, 2017a). Despite increasing the quantity of jobs, Shane (2009) 
and Summers (2015) caution that a strategy focused on improving the number of jobs in the 
labour market, does not necessarily create high quality jobs. This is supported by research by 
the European Commission (2017b) which shows that while there has been an increase in labour 
market participation in recent years, there has also been an increase in non-standard work 
arrangements and a reduction in job security. The report highlighted that 73% of all 
employment in the EU in 2016 was considered non-standard. Despite the interrelationship 
between entrepreneurship and job quality, thus far there is a dearth of literature linking both 
issues explicitly. While the number of jobs created by entrepreneurs receives some attention, 
the quality of jobs created by entrepreneurial activity remains largely under researched (Shane, 
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2009; Summers, 2015). Although the overall aim of encouraging entrepreneurship is to 
increase the number of people in employment, there is very little consideration given to the 
quality of the jobs that these entrepreneurs create. This is surprising considering that the 
literature highlights the significance of job quality at multiple levels, with Findlay et al. (2013) 
proposing that the importance of job quality should not be overlooked when it comes to both 
individual wellbeing and national competitive advantage. Entrepreneurs, as those who are 
creating jobs, have the potential to significantly influence the quality of the jobs they create, 
through the decisions they make. 
 
More specifically, it appears that across the EU it is female entrepreneurs in particular that are 
the focus of policy efforts, with the European Commission (2018) announcing that they are 
working with EU countries to promote and support female entrepreneurs specifically. The 
European Commission (2018) notes that 30% of all start-up entrepreneurs in Europe are 
women. In Ireland, 32% of new business owners in 2019 were female (GEM, 2020a). While 
the literature argues that high growth and larger businesses create better quality jobs 
(Henrekson and Johansson, 2010; Hamzehpour 2013; Moreno and Coad, 2015; Giner et al. 
2017; Yazdanfar and Ohman 2018), statistics show that women tend to enter sectors that are 
considered to have limited potential for growth and are smaller in size. The Global 
Entrepreneurship Monitor for Ireland shows that fewer women (74%) aspire to create any jobs 
within five years of starting their business in comparison to men (81%), with those aspirations 
diminishing when asked about the creation of ten or more jobs in five years (24%). The report 
also shows that women tend to be focused in the consumer services sector with only 4% 
positioning themselves in medium/high tech sectors. Furthermore, only 15% of female 
entrepreneurs have more than 25% of their revenue from overseas, which is considered a key 
value-added characteristic in Irish Enterprise Policy (GEM, 2020a). Given that the policies 
promoting job quality and female entrepreneurship as a means of job creation exist 
independently, it is important to investigate if they encourage outcomes that are complimentary 
of each other. If the policies are not working in tandem, then it is important to discover what 





1.3 Rationale for the Research 
The literature on job quality is vast and complex. There are multiple definitions and 
frameworks proposed in the literature, however, no consensus has been reached. Following an 
extensive analysis of existing definitions and frameworks of job quality, this research defines 
job quality as “a concept that describes the extent to which the characteristics of a job provide 
employment stability, opportunity for growth and optimum use of skills and discretion; all 
within a safe and transparent physical and social environment and with the aim of enhancing 
one’s job satisfaction”.  It has also chosen to use the Eurofound (2012) Job Quality Framework 
which focuses on objective dimensions to measure job quality, namely; earnings, prospects, 
intrinsic job quality and working time quality. The analysis which led to this definition and 
framework is outlined in chapter two. While a majority of existing research examines job 
quality from the perspective of the employee who occupies the job, it is the decisions made by 
the business owner that have the ability to influence the quality of a job. Hence, this study 
focuses on entrepreneurs in their secondary role as employers, and the influence they, directly 
or indirectly, have over quality of jobs they create.  
 
According to the OECD (2019) 98.8% of businesses in Ireland are either micro (less than 10 
employees) or small enterprises (10-49 employees). The creation of small businesses has been 
encouraged in Ireland in order to boost employment, however, research suggests that the 
contribution of entrepreneurship to job creation has been overestimated. It is argued that while 
jobs are created by start-ups, they can be lost in the first number of years due to business failures 
(e.g. Picot and Dupuy, 1998; Summers, 2015). Furthermore, Díaz-Chao et al. (2017) highlight 
that the emphasis needs to move beyond the number of jobs to focus on the creation of jobs 
that are of good quality. However, the ILO (2016) reports that the trend of non-standard work 
arrangements is continuing post Global Financial Crisis. Despite contributing to the cyclical 
nature of job creation and destruction, it is unlikely that entrepreneurs are purposely creating 
jobs at the lower end of the pay scale with less benefits. Rather, small businesses are subject to 
constraints that are likely to negatively impact their ability to create a job that is rated highly 
in all aspects of the Eurofound (2012) Job Quality framework. For example, Litwin and Phan 
(2013) argue that entrepreneurs’ businesses are likely to be subject to more restrictions than 
larger companies, namely; scale diseconomies, resource constraints and lack of institutional 
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pressures. Rather than being concerned with job quality it is more likely that business owners 
are going to be focused on business needs and ultimately, survival. 
 
This study has a particular focus on examining whether the gender of an entrepreneur is likely 
to impact the quality of jobs they create. This focus emerges from the literature suggesting that 
the motivations and experiences of male and female entrepreneurs differ. Taking the constraints 
identified for all entrepreneurs by Litwin and Phan (2013), research suggests that women are 
likely to encounter more barriers than their male counterparts. For example, Brooks et al. 
(2014) suggest that women are likely to find it more difficult to get buy in from investors than 
men. This in addition to gender stereotypes, where women are seen as being shy, flexible and 
submissive (Perez-Quintana et al. 2017), presents women with even higher obstacles to 
overcome in terms of getting support for their business ventures. This lack of support could 
mean that the focus for women needs to be even more so on business survival than men, with 
job quality slipping further down their agenda. Furthermore, as indicated previously, high 
growth and larger businesses are associated with better quality jobs in the literature, however, 
women tend to establish business in consumer-focused sectors with low growth potential 
(Browne et al. 2007). In addition to differences between men and women their experiences in 
setting up and growing their businesses, differences in motivations to become a business owner 
in the first place could also potentially influence the quality of jobs created. There are 
suggestions in the literature that those who are pushed into entrepreneurship out of necessity 
are less likely to be as successful as those who are pulled in for opportunity (e.g. Bygrave et 
al. 2003, Congregado et al. 2010). With women more likely to be pushed into entrepreneurs 
out of necessity to improve their employment situation (Pardo-del-Val, 2010), it is another 




1.4 Research Aim and Objectives 
At policy level there has been a drive to encourage entrepreneurship in a bid to create jobs. 
This has been accompanied by attempts to increase the numbers of female entrepreneurs, while 
simultaneously, promoting the creation of good quality jobs. Despite the potential for these 
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strategies to impact each other, there has been very little insight as to how they are linked. 
Therefore, the overarching aim of this research is to examine the extent to which the gender of 
an entrepreneur influences the quality of the jobs they create. In achieving this aim, a number 
of research objectives have been explored. 
 
A review of the literature has suggested that perceptions of job quality can differ between men 
and women due to different life circumstances. There are references to trade-offs in job quality 
made by women. For example, Piasna and Plagnol (2017) suggest women will trade 
characteristics such as career advancement and job security for work arrangements that will 
suit their non-work lives. The commentary on such differences focuses on employees. This 
study, with a focus on entrepreneurs as employers, seeks to investigate perceptions of job 
quality from the entrepreneur’s perspective. The values an entrepreneur holds themselves could 
have the potential to influence the values they input to the jobs they create and hence the first 
objective of this study is to identify if male and female entrepreneurs place different values on 
the various job quality dimensions. 
 
In addition to the entrepreneur’s perceptions of job quality, the literature on the gendered nature 
of entrepreneurial motivations warrants some attention in this study. Pardo-del-Val (2010) 
suggest that women are more likely to be pushed into entrepreneurship out of necessity, with 
their primary concern being fitting their career around their non-work lives. This is a concern 
for job quality as Bygrave et al. (2003) argue that being pulled into entrepreneurship in order 
to capitalise on an opportunity is more positively linked to job creation and contribution to 
economic growth. Hence, understanding the motivation of differences of entrepreneurs who 
are employers is important in order to ascertain if it has an impact on job quality. Therefore, 
the second research objective of this study is to establish whether or not motivations to become 
an entrepreneur are gendered in nature. 
 
The literature points to a number of differences in the experiences of male and female 
entrepreneurs that warrant the investigation of the third research objective to determine if there 
are similarities or differences in job quality between male and female owned businesses. With 
arguments that both perceptions of job quality and motivations to become an entrepreneur are 
6 
 
different among men and women, this study examines if this has an impact on the quality of 
jobs that are created by men and women. In light of the suggestions that women establish less 
successful enterprises than men (Terjesen and Szerb, 2008), as well as the fact that women are 
more likely to establish businesses in sectors that are considered low potential, the examination 
of the differences in job quality between male and female owned businesses is important. Such 
an examination can enlighten both the literature and policy, with a view to enhancing job 
quality. 
 
Finally, with differences expected to be found in job quality between male and female owned 
businesses, the study aims to get a deeper insight as to why such differences exist. Hence, the 
fourth research objective of the study is to examine the factors that account for similarities or 
differences in job quality in male and female owned businesses. The literature suggests that 
while all entrepreneurs face obstacles in growing their businesses, women are at a further 
disadvantage to men in gaining investment (e.g. Brooks et al. 2014, Perez-Quintana et al. 
2017). A review of female entrepreneurship in Ireland and enterprise policy finds this to be the 
case. In Ireland only 16% of female entrepreneurs position themselves in extractive and 
transformative sectors, with only 4% in the medium/high tech sector. At the same time 
enterprise policy primarily supports only organisations who are considered high potential, with 
a focus on those who are manufacturing and exporting. This potentially excludes a large 
proportion of women from gaining financial support from the Government in establishing and 
growing their businesses, which in turn can impact the quality of jobs they create. This will be 
explored in detail in the latter part of this study. 
 
 
1.5 Methodological Approach 
In light of the research aims and objectives, a pragmatic approach to this study has been taken. 
A pragmatic approach to research holds the research problem as a focal point, with a view to 
enacting a process of inquiry that will generate knowledge and inform action (Morgan 2007, 
Morgan 2014, Creswell and Creswell, 2018). This is the purpose of this research, to generate 
information on a topic in which there is a dearth of knowledge, that will inform actions to 
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improve the situation. In addressing the research objectives, an explanatory mixed method 
approach has been deemed most suitable, consisting of two consecutive phases.  
 
Phase one, a quantitative phase, comprises of a survey of Irish entrepreneurs who are employers 
(Appendix A). This phase addresses the first three research objectives. The Eurofound (2012) 
Job Quality Framework was used as a basis for designing the research instrument. The survey 
was pilot tested before being distributed to a database of Irish business owners, which was 
compiled by the researcher. Qualtrics was used for the distribution of the survey. Analysis was 
conducted through SPSS in line with guidelines from the Statistical Consulting Unit at the 
University of Limerick and Pallant (2016).  
 
The second phase of this study was qualitative in nature. Having established differences in job 
quality between male and female owned businesses, semi-structured interviews were used to 
identify factors that account for these differences, the fourth research objective. An interview 
guide was designed in light of the survey findings and a pilot test was conducted (Appendix 
B). Interviews were conducted with twelve business owners, six from high potential businesses 
and six from low potential businesses. Data was transcribed verbatim by the researcher and 
was analysed through NVIVO following a thematic analysis framework. Six policy level 
interviews were also conducted with representatives from the Department of Business, 
Enterprise and Innovation, ISME, Enterprise Ireland and the Local Enterprise Offices. 
 
 
1.6 Thesis Structure 
In framing and addressing the research objectives, this study follows a traditional PhD thesis 
structure with chapters focusing on a literature review, methodology, findings, discussion and 
conclusion. In addition, a chapter providing context to the research environment is included. 
Furthermore, due to the mixed method approach, two findings chapters are presented, one for 







Chapter two builds on the information in this chapter with an in-depth literature review. The 
vast literature on job quality is examined, along with the proposal of a new definition for the 
concept. In addition, it presents a review of job quality frameworks, explaining the choice to 
utilise the Eurofound (2012) framework for this study. Moreover, the gendered differences in 
job quality are discussed. Furthermore, the literature review examines existing findings in the 
area of entrepreneurship as a job creation strategy. It looks in particular at the literature on the 
motivations to become an entrepreneur, as well as gender differences in entrepreneurship.  
Finally, it places particular emphasis on identifying the limited knowledge that exists on the 
influence of an entrepreneur’s gender on the quality of jobs they create.  
 
Chapter Three 
The third chapter examines the context in which the primary research for this study has taken 
place. It reviews entrepreneurship from a global and Irish point of view. It examines female 
entrepreneurship within the Irish context, including job creation aspirations and sectors in 
which women establish their businesses. Furthermore, the chapter provides an overview of job 
quality in Ireland before discussing enterprise policy and supports for entrepreneurs.  
 
Chapter Four 
Chapter four builds on the purpose and objectives of this research. It highlights the 
appropriateness of taking a pragmatic approach to this research. Furthermore, it provides 
rationale for the choice of taking an explanatory mixed methods approach, along with detailing 
data collection and analysis procedures. Finally, it addresses concerns regarding reliability and 
validity, as well as research limitations and ethical considerations. 
 
Chapter Five 
The fifth chapter outlines the results from phase one, the survey of entrepreneurs who are 
employers. It examines the results in light of the first three research objectives; 1) to identify if 
male and female entrepreneurs place different values on the various job quality dimensions, 2) 
to establish whether or not motivations to become an entrepreneur are gendered in nature, and 
9 
 




Chapter six outlines the analysis from the semi-structured interviews. These were conducted 
with a view to addressing the fourth research objective, to examine the factors that account for 
differences in job quality in male and female owned businesses. The findings from the 
interviews with male and female entrepreneurs from both high and low potential businesses 




Chapter seven consists of a discussion which integrates the findings from chapters five and six, 
in light of each research objective. The discussion aims to illustrate the experiences of male 
and female entrepreneurs when it comes creating good quality jobs, adding to the previous 
literature on job quality and entrepreneurship. 
 
Chapter Eight 
Finally, chapter eight seeks to conclude the study, offering a discussion of the contributions of 
this study to the literature. Furthermore, it identifies a number of policy level implications for 
enterprise policy. The chapter concludes by detailing the limitations of this study and provides 












CHAPTER TWO: LITERATURE REVIEW 
 
2.1 Introduction 
The aim of this study is to examine the influence of an entrepreneur’s gender on the quality 
of jobs they create. This chapter will provide an in-depth review of the literature in the areas 
of job quality and entrepreneurship as a job creation strategy. Existing definitions of job 
quality will be reviewed, along with the proposal of a new definition. Following this, a review 
of existing job quality frameworks will be presented, with particular emphasis on the 
Eurofound (2012) framework which will be used throughout this study. Having defined job 
quality and outlined the Eurofound (2012) framework, the gendered differences in job quality 
will be discussed as well as existing policy on job quality. The second part of the literature 
review will examine existing findings in the area of entrepreneurship as a job creation strategy. 
It will look at the motivations of business owners and the gender differences that are found 
among entrepreneurs. Finally, having gained an understanding of both job quality and 
entrepreneurship as a job creation strategy separately, an overview of the literature suggesting 
a link between the two strategies will be examined, placing a particular emphasis on the 
influence of the entrepreneur’s gender on job quality.  
 
 
2.2 Defining Job Quality 
Notwithstanding the vast amount of literature available in the area of job quality, it is a concept 
that has proven difficult to define. In modern literature the consensus is that establishing one 
single definition or framework for job quality is a task that has not been successful to date 
(Kelliher and Anderson, 2008; McDonald et al. 2009; Findlay et al. 2013; Kauhanen and Nätti, 
2015). Despite the lack of consensus in defining and measuring job quality, the literature 
highlights the significance of job quality at multiple levels. For example, Findlay et al. (2013) 
propose that the importance of job quality should not be overlooked when it comes to both 
individual wellbeing and national competitive advantage. In agreement, Díaz-Chao et al. 
(2016) suggest that job quality is multi-dimensional in that it promotes work and economic 
growth on one hand and reflects the requirements of individual workers on the other. This level 
of complexity means that while there is a large volume of literature available in the area of job 
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quality, there are very few actual definitions as to what the concept means. The findings of this 
literature review support the argument of Grün et al. (2010) that job quality is not a clearly 
defined concept. Most authors focus on measures or dimensions rather than defining the 
concept. That said, in the last number of years, authors have begun to propose definitions of 
job quality.  
 
De Bustillo et al. (2011) propose that job quality is comprised of both employment quality, 
referring to aspects of the employment relationship (pay, hours and development), and work 
quality, referring to the conditions surrounding the work itself (autonomy, intensity, 
environment), both of which could potentially impact wellbeing. With this in mind, they define 
job quality as 
“those attributes of work and employment that have a direct impact on 
workers’ well-being” (p.470) 
 
A focus on wellbeing is a common feature in defining job quality and is supported by Kalleberg 
et al. (2015, p.364) who use the term job quality to refer to 
“the various job rewards and ‘job satisfaction’ to denote workers’ overall 
well-being.” 
 
Going beyond wellbeing and focusing on the work of Green (2006) and Warr (1990), Holman 
(2013, p.476) defines job quality as 
“the extent to which a job has work and employment-related factors that 
foster beneficial outcomes for the employee, particularly psychological 
wellbeing, physical well-being and positive attitudes such as job 
satisfaction.”  
 
While the previous definitions focuses on beneficial characteristics of work and it’s 
environment, outcomes and wellbeing, Díaz-Chao et al. (2017, p.400) bring all of these 
concepts together while defining job quality as 
 “an overall state of satisfaction that includes objective aspects of material 
wellbeing, satisfactory relationships with the physical and social environment, 
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and objectively perceived health; and subjective aspects of physical, 
psychological and social wellbeing”. 
 
Finally, more recently, Gonzaléz-Romá et al. (2018, p. 134) add to the previous definitions in 
highlighting the importance of fit between the employee and their job. They define job quality 
as 
“the extent to which (1) a job has certain objective characteristics, (2) there 
is a fit or match between the job requirements and the job incumbent’s 
characteristics, and (3) the job produces positive subjective experiences (e.g., 
job satisfaction)”. 
 
Taking the Eurofound framework (see Figure 2.1) for job quality into account, along with the 
aforementioned definitions, the following definition of Job Quality is proposed and will be 
used throughout this thesis: 
Job Quality is a concept that describes the extent to which the characteristics of 
a job provide employment stability, opportunity for growth and optimum use of 
skills and discretion; all within a safe and transparent physical and social 
environment and with the aim of enhancing one’s job satisfaction. 
 
 
2.2.3 Job Quality - Terminology Clarifications 
Having defined job quality for this study, before reviewing further job quality literature, a 
clarification of job quality terminology is required. As discussed previously, this study defines 
job quality as “a concept that describes the extent to which the characteristics of a job provide 
employment stability, opportunity for growth and optimum use of skills and discretion; all 
within a safe and transparent physical and social environment and with the aim of enhancing 
one’s job satisfaction”.  While there is difficulty in finding consensus in the literature in regard 
to defining job quality, it is further complicated due to the existence of a number of other terms 
that appear in the research that either compliment or substitute the term ‘job quality’. These 
include; Precarious Work, Quality of Work, Decent Work, Underemployment, Non-Standard 
Employment and High Road. In order to compile this literature review, all terms were 
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incorporated yet the focus of this study is on characteristics of a job itself. It is important to 
establish the difference between these other terms and job quality so that the context of this 
study is fully understood.  
 
Precarious 
Another term that has appeared in the literature search on job quality is ‘precarious work’. 
“Precarious work is characterised by a low level of job security, lack of control of working 
conditions, such as type and amount of tasks to be performed, location and duration of work, 
poor earnings and the neglect of health and safety standards” (Siegrist 2006, p.6). Campbell 
and Price (2016) suggest that precarious work cannot be discussed in a general sense, rather it 
is contingent to a situation. This supports Ross (2008) who proposed that even when looking 
at jobs that one might consider precarious, it is important to distinguish the employees who 
chose this type of work arrangement from those of whom it was imposed upon. In agreement, 
Ferriera (2016) indicates that the level of formality and structure in jobs does not amount to the 
level of precariousness, noting that precariousness cuts across boundaries of informal and 
formal jobs. Using a modified schema from Vosko (2010), Campbell and Price (2016) identify 
four dimensions of precarious employment: 1) lack of regulatory protection, 2) low wages, 3) 
high employment insecurity and 4) low levels of employee control over wages, hours and 
working conditions (p.320). Distinguishing between the terms, from the earlier definitions of 
job quality it is clear the emphasis is on the outcome of the job, whereas, with precarious work, 
the focus is on the wider conditions in which the job operates such as the regulatory framework.  
 
Quality of Work 
In highlighting the difference between job quality and quality of work, Cooke et al. (2013) 
conclude that the latter is a broader concept linking to the wider social and economic 
environment in which workers are embedded. Ahmad (2013) suggests that health and safety, 
employment security, job satisfaction, occupational stress, work environment, work life 
balance and human relations are some key considerations when looking at the quality of work. 
When comparing findings of this literature review, quality of work and job quality appear to 
have significant overlap and in many articles both terms are used to describe the same thing.  
Taking a definition of job quality that was mentioned earlier “an overall state of satisfaction 
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that includes objective aspects of material wellbeing, satisfactory relationships with the 
physical and social environment, and objectively perceived health; and subjective aspects of 
physical, psychological and social wellbeing” (Díaz-Chao et al. 2017, p.400), it is evident 
from this definition that job quality is also considering issues broader than the work itself. 
However, Cooke et al. (2013) argue that quality of work is more subjective in nature, with the 
perceptions of work quality influenced from an individual’s external environment. In contrast, 
they suggest that job quality can be determined by a set of objective dimensions. Dimensions 
of quality of work include; the skill level of work, training opportunities, job control, work 
intensity, job insecurity, work intensity, voice, skills use and development, job rewards, pay 
and income security (Bothfeld and Leschke, 2012; Gallie et al. 2014). This study will focus 
on the Eurofound (2012) framework of job quality, objectively assessing levels of job quality 




While decent work and job quality are often associated with each other, Simões et al. (2015) 
suggest that decent work is a much broader concept. Rodgers (2008) agrees, claiming that 
decent work goes beyond the job and the organisation to try and incorporate job quality at a 
policy level.  Rubery and Grimshaw (2001) highlight that objectives of the decent work strategy 
include social protection and dialogue which goes beyond the discussion of job quality. As 
discussed earlier, job quality is a state of satisfaction that is contributed to by various aspects 
of a job itself (Holman, 2013; Díaz-Chao et al. 2017; Gonzaléz-Romá et al. 2018). In contrast, 
the decent work pillars proposed by the ILO go beyond the job itself to include (i) International 
labour standards and fundamental principles and rights at work (ii) Employment creation (iii) 
Social protection and (iv) Social dialogue and tripartism (ILO, 2013). Burchell et al. (2014) 
highlight a political aspect to the concept of decent work, including guidelines around social 
security, employment creation and work that should be abolished. Employers will have to 
implement the impact of decent work agendas on any policy or regulation that gets introduced 






Another term that has appeared in the job quality literature is underemployment. Heyes et al. 
(2017) suggest that underemployment describes a number of situations where workers feel that 
their arrangement is unsatisfactory. Brown and Pintaldi (2006) refer to time-related 
underemployment where employees are willing and available to work additional hours but 
actually work less than a standard working week. One such example would be part-time 
employees, permanent or casual, who indicate that they want more hours but are not given 
them. Sometimes this involves long hours of availability but only being scheduled with a small 
amount of hours for paid work (Campbell and Chalmers, 2008). Underemployment is one 
indicator within the decent work framework proposed by the ILO (Brown and Pintaldi, 2006). 
Underemployment also has a role to play in the job quality literature. While not specifically 
mentioned in most frameworks, working time and nonstandard work arrangements are referred 
to. The Eurofound (2012) Job Quality Framework includes working time as a dimension, 
suggesting that working time should meet the needs of an individual. With underemployment, 
the employee’s needs are not been met as they want to work more hours than they are given. 
 
Standard and non-standard 
Another set of terms found frequently among the job quality literature is that of ‘standard’ and 
‘non-standard’ employment. Kalleberg et al. (1997) suggest that despite the size of a company, 
you are likely to identify both standard and non-standard working arrangements within one 
company. They suggest that standard arrangements refer to employees who work full-time, all 
other arrangements are considered non-standard. Leschke and Watt (2013) suggest that in 
recent years, non-standard employment has been the primary driver of employment creation. 
While Kalleberg et al. (2000) highlight that a consensus as to what a standard employment 
agreement entails is absent from the literature, they suggest that it is the quality of the jobs 
provided that is important. They go on to describe standard employment as an arrangement 
through which an exchange takes place for a worker’s labour in return for pay. They claim that 
the arrangement is usually fulltime, in the employers’ organisation, on a fixed schedule and 
usually with the employer in control. Kochan and Litwin (2011) note that traditionally having 
a job meant that the employment relationship was long-term and permanent. Today, however, 
Litwin and Phan (2013) highlight, that a large portion of the workforce is engaged in non-
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standard work. According to the ILO (2016), countries in Europe have high levels of fixed-
term contracts with over 20% of workers on fixed-term contracts in Spain, Portugal, Cyprus 
and the Netherlands. The ILO report also highlights that nearly one out of every five employees 
in Europe is working part-time. Kalleberg et al. (1997) found that these non-standard 
arrangements are more likely to be associated with characteristics that would constitute poor 
quality jobs, lacking the security and sense of permanency standard employment provides. 
These characteristics are likely to impact the well-being and satisfaction of the worker, which 
as discussed previously, is the essence of job quality. While these employment arrangements 
provide flexibility to the organisations in the form of reduced labour costs (Houseman, 1997), 
Leschke and Watt (2013) highlight the disadvantages from the employee point of view. They 
suggest that non-standard arrangements leave employees with a lack of opportunity to engage 
in career development, with less access to social benefits and less likely that their interests will 
be collectively represented. Lack of security and career development are also considered in the 
Eurofound (2012) job quality framework, meaning that nonstandard arrangements can impact 
one’s job quality. 
 
High Road 
While job quality focuses on the wellbeing of the employee, Osterman (2018) explains that the 
‘High Road’ concept places emphasis on “how employer decision making affects job quality” 
(p.26). He proposes that rather than focusing on multiple dimensions, all of which no employer 
is likely to score high on, investigating the effects the firm has on job quality should provide 
insight that could influence employer policy. In other words, looking at the creation of a role 
or input from the employer that will essentially determine the level of job quality for the 
individual. According to the U.C. Berkeley Labor Center (2017), employers are beginning to 
see that high road workplace strategies, offering fair pay, benefits, flexibility, respect and a 
healthy and safe work environment, not only improve the job quality of employees, but also 
can improve profitability and shareholder returns. In agreement, Helper and Noonan (2015) 
suggest that firms adapting a high road strategy will attract workers with better skills and will 
benefit from positive performance from workers who want to keep a good quality job. The 
Keystone Research Center (2015) agrees claiming that some indicators of high road work 
practices are industry specific, however, across all industries where wages and benefits are 
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good, then turnover is likely to be low. While the literature promotes the positives of high road 
employment practices, it is important to acknowledge the costs that these practices have to an 
employer. Given the competitive pressures organisations face in the midst of globalisation, a 
high road approach can be costly and leave employers fearing that they will lose their 
competitiveness by spending on such practices (U.C. Berkeley Labor Center, 2017). 
 
 
Table 2.1- Summary of terms distinguished 
Term Focus Authors 
Job Quality 
• State of satisfaction 
• Physical and social environment 
• Physical, psychological and social 
wellbeing 
• Focus on individual 
De Bustillo et al. 2011; 
Kalleberg et al. 2012; 
Holman, 2013; Díaz-
Chao et al. 2017 
High Road 
• How employer decision making affects 
job quality 
• Strategies that attract skilled workers 
and increase organisational benefits 
 
Helper and Noonan 
2015; Osterman 2018; 
Precarious Work 
• Low level of job security 
• Lack of control of working conditions 
• Regulatory framework 
• The focus is on the employment 
arrangement 
Siegrist, 2006; 
Campbell and Price, 
2016; Ferriera, 2016 
Quality of Work 
• Broader concept linking to the wider 
social and economic environment in 
which workers are embedded 
• Concerns include: Health and Safety, 
Employment Security, Job Satisfaction, 
Occupational Stress, Work 
Environment, Work–Life Balance and 
Human Relations 
Bothfeld and Leschke, 
2012; Ahmad, 2013; 
Cooke et al. 2013; 
Gallie et al. 2014 
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• Sometimes used interchangeably with 
Job Quality 
• Quality influenced from an 
individual’s external environment 
Decent Work 
• Broader concept than job quality 
• Extends objectives to social protection 
and dialogue which goes beyond the 
discussion of job quality 
ILO, 2013; Burchell et 
al. 2014; Simoes et al. 
2015 
Underemployment 
• Unsatisfactory work arrangement 
• Available for more hours than paid 
• Indicator of decent work and job 
quality 
Brown and Pintaldi, 
2006; Heyes et al. 2017 
Non-Standard 
Work 
• A form of precarious work 
• Has potential to be poor quality 
Kalleberg et al. 2007;  
Kochan and Litwin, 




Table 2.1 illustrates the key differences between the terms found when researching the job 
quality literature. In some studies they are used without distinguishing, however, this study has 
a clear focus on job quality, focusing on the characteristics of the job itself. In comparison to 
job quality, the term high road, rather than looking at the characteristics of the job, it focuses 
on the decisions made by the employer as to what employment practices they decide to use. 
Job quality also differs from precarious work as it does not include the wider external 
environmental conditions in which the job operates. Job quality also does not account for the 
influences of individuals from their own external environments, which is included in the quality 
of work literature. Similar to the difference between precarious work and job quality, the decent 
work literature has a much broader, political and policy level focus than job quality. Finally, 
both underemployment and nonstandard work could be viewed as an aspect of job quality but 




Having identified a job quality definition and made clarifications around related terminology, 
the discussion will now focus on the complex nature of job quality. 
 
2.3 The Complex Nature of Job Quality  
In addition to the difficulty in defining job quality, this review of the literature has also shed 
light on the lack of agreement among researchers as to what a framework of job quality should 
include. The one aspect of job quality that is widely agreed upon is the fact that job quality is 
multi-dimensional (De Bustillo et al. 2011, Díaz-Chao et al. 2016, Arranz et al. 2017). This is 
reflected in the discussion later in section 2.4, where an analysis of existing job quality 
frameworks is conducted. This analysis shows that, despite lack of consensus in the literature 
on a framework, in all the existing proposed frameworks for measuring job quality, there are 
multiple dimensions to each. Supporting this, Kauhanen and Nätti (2015) acknowledge that 
while there is no consensus on one framework of job quality, most proposed frameworks 
overlap and resemble one and other. Areas of overlap include earning, working time, job 
security, safe work environment and intrinsic job quality.  Furthermore, Findlay et al. (2013) 
propose that the complexity of agreeing on one framework emerges from the fact that the 
concept of job quality is multi-dimensional and differs among occupations and labour market 
segments with multiple factors having an impact on the perceived quality. 
 
This review of job quality frameworks supports the idea that job quality is a concept made up 
of multiple dimensions. Table 2.2 also illustrates the complex nature of dimensions of job 
quality. Where at surface level a framework appears to have a few dimensions, looking further 
into these frameworks unfolds a substantial list of sub-dimensions taken into account when 
studies attempt to measure job quality. Agreeing, Arranz et al. (2017) suggest that from their 
literature review of job quality, the identified four main overarching themes found consistently 
across all of the studies. They categorised those themes as follows; “socio economic security, 
working conditions, opportunities for improvement and balance of work and nonworking life” 
(p.7). Table 2.2 shows how Arranz et al. (2017) further break those overarching dimensions 
down into sub-dimensions. This is just one example of a framework that highlights the 
complexity of the nature of job quality. This is in agreement with earlier work by Leschke and 
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Watt (2013), which points to the fact that job quality dimensions can have a large number of 
sub-indices that are important in measuring the quality of a job.   
 
 
Table 2.2: Arranz et al. (2017) Dimensions and Sub-dimensions 
 
 
While the multiple dimensions across numerous proposed frameworks certainly makes 
measuring job quality a difficult task, other issues such as the lack of accurate data that enables 
comparisons from one source, also add to the complexity of the nature of job quality. 
Furthermore, Burchell et al. (2014) argue that generally, indicators are developed based on 
attaining data from a single country, meaning that comparisons are very difficult to complete 
accurately. Rodgers (2008) also found this when comparing pay, suggesting that while there is 
information available when it comes to wages, not a lot of it is comparable due to the context 
from which the data emerges. It should be noted that in Europe there are surveys that do attempt 
to capture various aspects of job quality at a country level, for example, European Working 
Conditions Survey. In addition to the issue of comparison noted by Rodgers (2008), Arranz et 
al. (2017) highlight that a majority of the research on job quality draws its data from multiple 
sources, which also hinders comparisons not only at an international level but also among 
groups of employees. Finally, Rosenthal (1989) highlights the importance of individual 
preferences when asking people to report on their job quality. The mixture of factors cited in 
the literature reiterate the complex nature of job quality and gives rise to the debate regarding 
the use of objective and subjective measures of job quality. 
 
Source Dimensions Sub-dimensions 
Arranz et al. 
(2017) 
Socio-economic security Decent wages; stability 
Working conditions 





Balance of work and non-
working life 
Satisfaction with combination of work 




2.3.1 Objective and Subjective Dimensions 
While Brown et al. (2012) argue that high quality jobs are important in providing an 
opportunity for individuals to achieve their work-related needs, they also highlight the debate 
in the literature regarding the use of objective and subjective measures. Green (2006) highlights 
that where quality is measured by work related needs being fulfilled through characteristics 
such as pay, autonomy and opportunity for development, these are objective measures. Holman 
(2013) suggests that there is an assumption in the objectivist argument that achieving these 
measures of job quality is likely to result in outcomes such as enhanced wellbeing and positive 
job-related outlooks. On the other side of the debate, such outcomes are considered subjective. 
Clark (2011) suggests that there are difficulties in measuring job quality, primarily because 
there is no consensus in the characteristics of jobs that should be included, but also that items 
such as intrinsic job quality and job security, are very difficult to measure objectively. In 
contrast to the objective measurement argument, the subjective point of view suggests that 
where workers report high levels of satisfaction, this is when job quality is high. Clark (2011) 
makes this point suggesting that the easiest way to ascertain levels of job quality is asking the 
individuals themselves about their satisfaction with various aspects of their jobs. In agreement, 
McDonald et al. (2009) suggest that the subjective argument posits that workers themselves 
should be the judge of their own job quality using self-reporting to assess. The debate is a 
complex one. Rosenthal (1989) highlights that fact that individuals have different preferences 
when it comes to characteristics of jobs. This is based on differences in individuals’ 
backgrounds, interests and abilities. While the focus of the subjective side is on personal 
wellbeing and fulfilment (Brown et al. 2007), the objective side tries to measure job quality in 
a manner that will provide impartial information with Holman (2013) proposing that employee 
job quality cannot be solely defined by fulfilment or satisfaction.  
 
Kauhanen and Nätti (2015) note that an increasingly common theme in proposed job quality 
frameworks is the use of a combination of objective and subjective measures. González-Romá 
et al. (2018) consider both objective and subjective measures in their study on job quality. 
Using pay and hierarchical level as objective dimensions along with the subjective experiences 
of employees in the form of job satisfaction, they argue that this is part of a comprehensive 
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approach to job quality research. In addition, they consider the job-person qualification match 
in ascertaining the level of job quality. In evaluating each approach, Green et al. (2010) 
question the link between achieving the objective criteria and job satisfaction in a subjective 
evaluation. While investigating the link, Grün et al. (2010) found that while objective measures 
are likely to increase satisfaction, the subjective measures have a greater impact on life 
satisfaction. Also highlighting the benefits of a combined approach, Arranz et al. (2017) argue 
that objective measures focus on elements that satisfy universal needs, however, the degree to 
which these needs are met will depend on circumstances of the individual. Therefore, it is not 
practical to take every individual circumstance into account when composing a framework to 
measure job quality. Understanding the complex nature of job quality and the 
objective/subjective debate, a review of the existing frameworks is warranted before discussing 
the framework chosen for this study. 
 
 
2.4 Existing Frameworks of Job Quality 
Despite lack of consensus in the literature on finding one framework of job quality, table 2.4 
indicates that overall there is a large amount of overlap between the thirty-one existing 
frameworks that have been reviewed. At a glance of overarching dimensions the frameworks 
may appear to be quite different, however, when the sub-dimensions are included, there is clear 
commonalities amongst the majority of frameworks. This can be seen by taking the most 
recently proposed frameworks as an example to compare, as illustrated in table 2.3. All four 
studies refer to wages but in different ways. Arranz et al. (2017) discuss wages under the 
broader dimension of socio-economic security. Similarly, Piasna and Plagnol (2017) include 
income under the broader dimension of job security. Taylor et al. (2017) have wages as an 
overarching dimension, looking at it with a wider lens comparing it to national minimum wage 
and qualifications. Finally, Díaz-Chao et al. (2017) also refer to wages but under the dimension 
of extrinsic quality which also includes job stability, social benefits, flexible working hours 
and training. While all four studies included income in some form in their job quality 
frameworks, the difference is the way in which income was actually measured. Apart from 
these studies, pay is also mentioned in the vast majority of frameworks reviewed. 
Meisenheimer (1998) suggests that as an alternative to looking at an hourly or weekly wage, 
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income could be looked at in deciles e.g. top 10% of professionals in an industry. Furthermore, 
Mitlacher (2008) proposes the inclusion of fringe benefits and Leschke and Watt (2013) include 
expressed purchasing power and the share of the working poor. While the literature seems 
mostly in agreement with the inclusion of pay in a job quality framework, the way in which 
pay should be measured is an area of conflict.  
 
Table 2.3 Recently used Frameworks of Job Quality 
Source Dimensions Sub-dimensions 




Decent wages; stability 




Balance of work and 
non-working life 





Worker's overall satisfaction; motivation level; 
personal development; education for the job 
Work organisation and 
workplace relationship 
Autonomy ; Superiors' assessment; decision-making; 
teamwork; opportunities for promotion; stress; level 
of monotony or routine in tasks; relationships among 
workers; relationships workers with directors 
Working conditions, 
Intensity, Health and 
Safety 
Workspace conditions; lighting; commuting time; 
weekly working hours; leave entitlements; satisfaction 
with working day; health and safety at work; 
perception of risks in the workplace 
Extrinsic 
Wage; social benefits; flexible working hours; job 
stability; worker's years of experience; enterprise 
training 
Work Life Balance 
Personal life; time devoted to children; partner's 







Job security Adequate income; career path 
Career progression Professional advancement 
Working time quality Number of hours; flexibility in scheduling 
Intrinsic job quality Stress; time pressure 
Taylor et al. 
(2017) 
Wages 
Pay level relative to national minimum pay and 
average for required qualifications; pay variability 
Employment Quality 
Permanent/temporary status; job security; internal 
progression opportunities; predictability of weekly 
hours (Overtime – Zero Hours); presence/absence; 
involuntary long hour work (40 +); presence/absence 
involuntary part-time work (<30) 
Education and training 
Learning opportunities on the job; training incidence; 
training quality; opportunities for general vs specific 
skill acquisition 
Working conditions 
Individual task discretion/ autonomy; semi-
autonomous teamwork; job variety; work intensity; 
health and safety (physical and psychosocial); 
supervisory social support; peer group social support 
Work Life Balance 
Work time scheduling; hours of work; working time 
flexibility; personal control of work hours; working 






Direct participation in organisational decisions; 
consultative committees, works councils, union 
presence; union decision-making involvement 
 
 
All four frameworks from 2017, in table 2.3, included work life balance as an overarching 
dimension and were not overly different when it came to the sub-dimensions. Arranz et al. 
(2017) gauged work life balance looking at the satisfaction of the respondent with their 
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combination of work and non-work life. Piasna and Plagnol (2017) went a little further with 
their sub-dimensions of work life balance to discuss the number of hours and flexibility in 
scheduling. Taylor et al. (2017) added to these sub-dimensions to include the control that the 
respondent had in the number of hours they worked and their schedules. Finally, Díaz-Chao et 
al. (2017) took quite a personal approach in the sub-dimensions looking at time devoted to 
children and partners involvement in chores. As was the case with income, there are similarities 
in each of these studies when it comes to work life balance, however, there are also some 
differences. Tied in with the objective/subjective debate, Arranz et al. (2017) looks purely at 
the satisfaction of the respondent with the balance between work and personal life. This is quite 
an individualistic view with no scope for objective measurement, therefore not facilitating 
comparison between employees. Using the number of hours and flexibility in scheduling 
(Piasna and Plagnol, 2017; Taylor et al. 2017), while again looking at satisfaction, is more 
objective in that number of hours is measurable and comparable, as is whether or not someone 
has input into their schedule. Going further back in the literature, both Rosenthal (1989) and 
Leschke and Watt (2013) include the sub-dimension of working unsociable hours, taking 
account of those who work weekends, evenings and nights. Yet again, while there is support 
for work life balance to be included as a key dimension of job quality, the measures for such a 
dimension are still in dispute.  
 
Another common feature of job quality framework is that of job prospects. It can be seen 
throughout a majority of the thirty-one frameworks but like with income and work life balance, 
not every framework includes prospects in the same way. Eurofound (2012) suggest that, when 
it comes to measuring job quality, the future prospects dimension should include the sub-
dimensions of job security, career progression and contract type. Job security is a feature of the 
studies by Arranz et al. (2017), Díaz-Chao et al. (2017), Piasna and Plagnol (2017) and Taylor 
et al. (2017). The studies also include scope for looking at career progression and opportunity 
to learn and develop with the job. While numerous studies include consideration of learning 
and advancing, Kauhanen and Natti (2014) emphasise the importance of organisation funded 
training when it comes to job quality. Evidence of consideration of contracts can be seen by 
Taylor et al. (2017) who take into account employment status and contract type e.g. 
permanent/temporary. Loughlin and Murray (2013) also include employment contract in their 
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framework, looking at whether jobs are full-time, part-time or contract. These commonalities 
with regard to job security, career progression and learning and development, are not easily 
seen at first glance. They appear in different frameworks, sometimes as an overarching 
dimension themselves and sometimes as a sub-dimension. For the purpose of this study, they 
will be grouped together in an overarching dimension referred to prospects.  
 
A final commonality that will be discussed among the 2017 studies is that of intrinsic job 
quality. Eurofound (2012) suggest that intrinsic job quality can be determined using the 
following sub-dimensions; skill use, social and physical environment and work intensity. Using 
this to define the intrinsic category, Díaz-Chao et al. (2017) also add motivation level and 
personal development to their dimension of intrinsic job quality. They still cite autonomy, 
social relationships and support in the workplace and a safe environment as part of their 
framework. Piasna and Plagnol (2017) also have an intrinsic job quality category in which they 
use stress and time pressures as sub-dimensions. These are reflected in the work intensity sub-
dimension of the Eurofound framework. In addition, Arranz et al. (2017) also explicitly refer 
to intrinsic aspects of the job but as a sub-dimension of working conditions.  Finally, while the 
word ‘intrinsic’ isn’t explicit in the framework of Taylor et al. (2017), sub-dimensions such as 
work intensity, health and safety and social support at work are used as part of their 
measurement of job quality. Reference to intrinsic quality can be seen in frameworks that 
emerged earlier than 2012 also. Handel (2005) includes interest as a sub-dimension of intrinsic 
quality, while Olsen et al. (2010) and Loughlin and Murray (2013) include a sense of purpose 
and meaningful work, respectively, as sub-dimensions of intrinsic quality. While not all 
frameworks include the word ‘intrinsic’ to describe a dimension, there are clear commonalities 
between frameworks in the sub-dimensions included that can provide insight on one’s intrinsic 
job quality. 
 
In choosing a framework of job quality to use in this study, there were several options to 
consider. On reviewing the existing frameworks the Laeken Indicator of Job Quality, put 
forward by European Commission, is one of the more commonly cited frameworks on job 
quality (Kelliher and Anderson, 2008; Davoine et al. 2008; Kauhanen and Nätti, 2015). The 
European Commission (2001) has identified ten dimensions of job quality, including both 
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objective and subjective elements. These cover: intrinsic job quality; skills, life-long learning 
and career development; gender equality; health and safety at work; inclusion and access to the 
labour market; work organization and work–life balance; flexibility and security; social 
dialogue and worker involvement; diversity and non-discrimination; and overall work 
performance. However, despite its popularity, such a framework is not suitable to assess job 
quality as has been defined in this study. Job Quality is a concept that describes the extent to 
which the characteristics of a job provide employment stability, opportunity for growth and 
optimum use of skills and discretion; all within a safe and transparent physical and social 
environment and with the aim of enhancing one’s job satisfaction”. This definition focused on 
the characteristics of a job whereas the Laeken Indicators include labour market factors in 
monitoring job quality to take into account economic performance and productivity (Kauhanen 
and Nätti, 2015). Considering the common themes that have arisen from the review of job 
quality frameworks illustrated in table 2.4, and the definition of job quality being used in this 
study, the Eurofound (2012) framework will be used to assess job quality in this study. 
 
 
Table 2.4 – Existing Frameworks of Job Quality 
Source Dimensions Sub-Dimensions 
Rosenthal 
(1989) 
Job duties and working 
conditions 
Hazardous jobs; Repetitious; Physical stamina; A confined 
work space; Stress; Autonomy; Working with detail ; 
Working as part of a team 
Job satisfaction 
Ability to see the results; Problem solving; Creativity; 
Recognition; Ability to influence others; Ability to fully 
utilize the skill; Opportunities to learn new skills; Possible 
advancement opportunities 
Period of work 
Weekend and shift work; Overtime; Flexible work hours; 
Part-time work (fewer than 35 hours a week) 
Job status Social status; Status within an organization 
Job security. 
The chance of keeping a job despite economic conditions 
or other factors 
Tilly (1997) 
Wages Real hourly wage 
Fringe benefits  
Due process in discipline Legislation; Union membership 
Hours flexibility Part-time temporary work against one's will 
Permanence Tenure 
Upward mobility Chance of advancing with the same employer 
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Wages and Salaries 
Average hourly or weekly wage or divide into deciles e.g. 
top 10% of professionals working in the industry 
Benefits Health insurance; retirement benefits; disability benefits 
Job Security 




Nature of the work itself (individual preference) 
Health and Safety 
Occupational illness; occupational injury; workplace 
fatality 
Kalleberg et al. 
(2000) 
Low earnings 









Intrinsic job quality 
Transitions between non-employment and employment 
and; within employment; by pay level; Transitions between 
non-employment and employment and; within 
employment; by type of contract; Satisfaction with type of 
work in present job 
Lifelong learning and 
career development 
Percentage of the working age population participating in 
education and training by gender; age group; employment 
status and education level; Percentage of the labour force 
using computers in work; with or without specific training 
Gender equality 
Ratio of women’s gross hourly earnings to men for paid 
employees at work; Employment rate gap between men 
and women; Unemployment rate gap between men and 
women; Gender segregation in occupations; Gender 
segregation in sectors 
Health and safety at work The evolution of the incidence rate 
Flexibility and security 
Number of employees working part-time and with fixed-
term contracts as a percentage of the total number of 
employees 
Inclusion and access to 
the labour market 
Transitions between employment, unemployment and 
inactivity; Transitions between non-employment and 
employment or training; Total employment rate, and by 
age group and education level; Total long-term 
unemployment rate, and by gender; Percentage of early-
school-leavers; Youth unemployment ratio 
Work organisation and 
the work– life balance 
Difference in employment rates for individuals aged 20 to 
50 in households having or not a child aged between 0 and 
6 years; Children cared for (other than by the family) as a 
proportion of all children in the same age group; 
Employees who left over the last year their job for family 
duties and intend to go back to work but are currently 
unavailable for work 
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Employment rate gap for workers aged between 55 to 64 
years old; Employment and unemployment rate gaps for 




Growth in labour productivity (both per hour worked and 
per person employed); Total output (both per hour worked 
and per person employed); Percentage of the population 
having achieved at least upper secondary education by 






Employment opportunities; employment relations; career 
opportunities; job protection and collective bargaining; pay 
Time and work 
autonomy 
Work intensity; power and autonomy; work/life balance; 
work relations 









Career and employment 
security 
Employment status; Income; Social protection; Workers’ 
rights 
Health and well-being of 
workers 




Working/non-working time; Social infrastructures 
Skill development 




Hours of work 
Underwork (involuntary part-time work); 
Overwork(workers desire to reduce hours) 
Future prospects Promotion opportunities; job security 
How difficult the job is 
Exhaustion; Hard physical work; Stress; Dangerous 
conditions of work; Unhealthy conditions; Physically 
unpleasant conditions 




Value and outcomes 
Ask respondent which characteristic is most valued by 
them 
Handel (2005) 
Job satisfaction  
Material rewards Earnings; Job Security; Promotion 
Intrinsic rewards Interest; autonomy 
Other working conditions Stress; workload; danger 
The quality of workplace 
interpersonal relations 
Co-workers; Managers 
Broom et al. 
(2006) 
Strain Job Control; job demand 
Perceived job insecurity Perceived future in organisation 
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Work effort intensity 
Job Insecurity 
Gallie (2007) 
Skills and training Lifetime skill renewal; training provided by employer 
Autonomy and teamwork 
Control over tasks; developed teamwork; job tasks that 
provide variety and opportunity for self-development 
Participation and 
commitment 
Union membership; work council; social inclusion 




Variation in hours & 
schedule 
Number of hours; times schedules to work 
Control over hours & 
schedule 
Degree of influence on working time arrangements 
Underemployment Hours desired by employee versus hours scheduled 
Leschke et al. 
(2008) 
Wages Nominal compensation per individual 
Non-standard 
employment forms 
Temporary employment and part-time employment as a 
share of total employment 
Working time and work–
life balance 
Excessive work hours; atypical work hours; voluntary part-
time work; fit between work hours and family 
commitments 
Working conditions and 
job security 
Work intensity; autonomy; physical work factors; 
likelihood of job loss in 6 months 
Health and safety Rates of accidents at work 
Skills and career 
development 
Training provided by work in previous 4 weeks; prospects 
for career advancement 
Collective interest 
representation and voice 
Proportion covered by collective bargaining; union density; 
opportunity to consult in decisions 
Mitlacher 
(2008) 
Nature of the work 
Integration, trust & identification; social relations; health 
and safety issues 
Compensation and 
benefits 
Pay differentials; fringe benefits; additional rewards 




Rights at work 
Freedom of association; freedom from forced labour and 
discrimination. Rights of specific groups – the right of 
children not to work, and the particular rights of 




Security in work 
Thee regularity of work 
and protection against dismissal; protection from 
occupational risks and hazards; the security of 
income at different points in the life cycle 
Conditions of work 
Duration and intensity of work; the adequacy of the 
working environment; the scope for creativity and 
selffulfillment; and possibilities for the development and 
application of skills 
Remuneration of work 
Decent wages; above poverty thresholds; paid regularly; or 
a decent and reliable income from self-employment 
Organisation, 
representation and voice 
Participation in decision making; collective bargaining. 
Pattern of equality and 
inclusion 
Inequalities in work and its remuneration, and exclusions 
from the labour market 
Jones and 
Green (2009) 
Monetary Rewards Median pay in that occupation 
Green et al. 
(2010) 
Job satisfaction Wages; hours; security; use of skills; job freedom 
Olsen et al. 
(2010) 
Extrinsic job quality Security; income; opportunity for advancement 
Intrinsic job quality Interest; autonomy; social aspect; sense of purpose 
Work intensity Stress; tiredness 
Working conditions Physical work; dangerous conditions 
Interpersonal relations Co-workers; Managers 
Overall job quality Overall satisfaction 
Bothfeld and 
Leschke (2012) 
Work intensity Health Risks; Stress; Working time 
Workplace autonomy 
and voice 
Task discretion; collective representation; responsibility for 
working time (flexibility); reconciliation 
Skill use and 
development 
Further training; career development 
Job Rewards 
Upward mobility; prestige and social status; equal access to 
leading positions 
Pay and income security Decent wage; social security coverage; fringe benefits 
Job Security 
Contract duration; contract stability; employment security; 





Average wage levels per employee; expressed in 
purchasing power; the share of the working poor 
Non-standard forms of 
employment 
Share in total employment of part-time workers who report 
that they could not find a full-time job; the share of fixed-
term workers who could not find a permanent job 
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Working time and work–
life balance 
Share of employees working more than 48 h a week; the 
average of the percentage of workers on shift work, week-
end work, evening work and night work; share of part-time 
workers who did not want a full-time job; those  who say 
that their working hours fit in well with family/social 
commitments 
Working conditions and 
job security 
Work intensity; physical working conditions; autonomy at 
work; likelihood of losing the job in the next 6 months 
Access to training and 
career development 
Prospects for career advancement 
Collective interest 
representation 
Trade union density; collective bargaining coverage 
Loughlin and 
Murray (2013) 
Intrinisc work quality 
Opportunities for skill utilization; involvement in 
meaningful work; job-related autonomy 
Role Stressors Role ambiguity; role conflict 
Work Environment 
Experiences of their work and its relationship to personal 
and job-related functioning 
Job insecurity Stress involving fear, potential loss and anxiety 
Employment Status 
Congruence 
Degree to which individuals are employed on a full-time or 




Diversity in the 
substance of work 
Skill level; autonomy; intensity; stress 
Control Discretion with tasks 
Stress/intensification Responsibility; workload 
Employment Contract nature of the contract 
Curtarelli et al. 
(2014) 
Job security Perception of being at risk of job loss 
Working time and 
working time 
arrangements 
Actual working hours; Working time arrangement e.g. 
part-time/full-time 
Work intensity Workload 
Health and well-being 
Job specific conditions that can impact health; violence; 
harrassement 
Wages Real hourly wage 
Kauhanen and 
Nätti (2014) 
Opportunities for Skills 
Development 
Possibilities for training; participation in employer-funded 
training; possibilities to learn and grow at work; career 
opportunities 
Job Autonomy Discretion with tasks 
Job Insecurity Perceived threat of unemployment 
Simões et al. 
(2015) 
Pay Average net monthly income 
Physical working 
conditions 
Noise, fumes, temperatures, chemicals; tiring or painful 
positions; carrying or moving heavy loads; standing or 
walking; repetitive hand or arm movements 




Choice in order of tasks; methods of work; speed or rate of 
work 
Job Insecurity Perceived chance of losing job in coming months 
Health Promotion 
prospects 
Does work affect health 
Learning Opportunities to learn and grow at work 
Work-Life Balance Hours fit with family or social commitments 
Interpersonal relations Friends at work 
Intrinsic rewards 
Feeling that you have done well; feeling that your job is 
useful 
Stier (2015) 
Job Security Worry about possibility of losing job 
Job Achievement Income; opportunities for advancement 
Job Content Interesting job; ability to improve skills 
Work Schedule 
Flexibility 
Choice in working hours; choice in organising the day; 
ability to take time off for family commitments 
Arranz et al. 
(2017) 
Socio-economic security Decent wages; stability 




Balance of work and 
non-working life 




Worker's overall satisfaction; motivation level; personal 
development; education for the job 
Work organisation and 
workplace relationship 
Autonomy ; Superiors' assessment; decision-making; 
teamwork; opportunities for promotion; stress; level of 
monotony or routine in tasks; relationships among workers; 
relationships workers with directors 
Working conditions, 
Intensity, Health and 
Safety 
Workspace conditions; lighting; commuting time; weekly 
working hours; leave entitlements; satisfaction with 
working day; health and safety at work; perception of risks 
in the workplace 
Extrinsic 
Wage; social benefits; flexible working hours; job stability; 
worker's years of experience; enterprise training 
Work Life Balance 
Personal life; time devoted to children; partner's 
involvement in chores; time personal life outside work 
Piasna and 
Plagnol (2017) 
Job security Adequate income; career path 
Career progression Professional advancement 
Working time quality Number of hours; flexibility in scheduling 
Intrinsic job quality Stress; time pressure 
Taylor et al. 
(2017) 
Wages 
Pay level relative to national minimum pay and average for 




Permanent/temporary status; job security; internal 
progression opportunities; predictability of weekly hours 
(Overtime – Zero Hours); presence/absence; involuntary 
long hour work (40 +); presence/absence involuntary part-
time work (<30) 
Education and training 
Learning opportunities on the job; training incidence; 
training quality; opportunities for general vs specific skill 
acquisition 
Working conditions 
Individual task discretion/ autonomy; semi-autonomous 
teamwork; job variety; work intensity; health and safety 
(physical and psychosocial); supervisory social support; 
peer group social support 
Work Life Balance 
Work time scheduling; hours of work; working time 
flexibility; personal control of work hours; working time 
flexibility; provisions for time off for personal needs 
Consultative 
participation & collective 
representation 
Direct participation in organisational decisions; 
consultative committees, works councils, union presence; 




2.5 Choosing A Job Quality Framework for this Study 
As discussed previously, an extensive thematic analysis pointed to several commonalities 
between existing frameworks. The common themes that arose repeatedly in the analysis were 
earnings, job security, future prospects, work life balance, social relationships and a safe 
physical environment. With Findlay et al. (2013) noting the need for a greater consensus 
developed around the dimensions of job quality, the results of this review indicate that the 
dimensions of the Eurofound (2012) Job Quality Framework covers a significant amount of 
the most common dimensions cited throughout the thirty-one studies reviewed. Eurofound 
(2012) used the following objective dimensions to measure job quality; earnings, prospects, 
intrinsic job quality and working time quality. With several individual and contextual variables 
contributing to perceptions of job quality the Eurofound (2012) framework focuses exclusively 
on an objective measurement, “focusing on aspects of jobs that are in some way linked to 
meeting people’s needs through their work”. While the dimensions are objective, they do ask 





Looking at the dimensions and sub-dimensions in table 2.4, this review finds that a majority of 
the common dimensions can be categorised into the broad themes covered by Eurofound 
(2012); earnings, prospects, intrinsic job quality and working time quality. The framework is 
illustrated in figure 2.1.  With regard to earnings, the framework suggests that the level of 
earnings of a worker is an important factor when considering living standards. The second 
dimension, prospects, refers to the workers need for income both now and in the future. The 
report highlights that job security is a sub-dimension of the prospects dimension along with the 
opportunity for advancement in the organisation. Aspects connected to the work and its 
environment are measured under the dimension of Intrinsic Job Quality. Sub-dimensions 
measured in the report include the quality of the work itself, the social and physical 
environments and the level of intensity of the work. The report investigated working time 
quality by identifying the extent that working time arrangements enable workers to have a 
balance between work and activities outside of work. Issues such as childcare are considered 
within this dimension. The Eurofound framework fits with the job quality definition proposed 
by this study in that it focuses on a set of job characteristics that have the potential to enhance 
one’s job satisfaction. 
 
Having identified the framework that will be used for this study, the following sections will 
discuss each dimension of the Eurofound (2012) job quality framework on its own, showing 
how it reflects the literature that has been reviewed and the considerations that should be made 
in using the framework to measure job quality. Table 2.5 also provides a summary of the 
framework’s key dimensions and sub-dimensions. 
 




Figure 2.1: Eurofound (2012) Job Quality Framework 
 
2.5.1 Earnings  
Earnings or income is the most common feature of job quality that is discussed in the literature 
and the Eurofound framework is no different. With income being important for people to 
survive, a job with an income level that does not meet living standards could be viewed as a 
poor-quality job. Earnings is a feature of a majority of the commentary on measuring job 
quality (Meisenheimer, 1998; Vieira et al. 2005; Green, 2008; Findlay et al. 2013; Leschke 
and Watt, 2013). Meisenheimer (1998) notes that not only is pay one of the easier measures to 
compare, but an employee is always likely to favour higher earnings to low earnings, provided 
that other dimensions of the job were constant. Furthermore, Vieira et al. (2005) found, from 
a study in Portugal, that concern for low pay jobs at a European level is warranted as they are 
typically equated with low quality. Agency work would be one example in which people are 
often working for low pay (Mitlacher 2008). The idea that low levels of income can contribute 
to inequalities in the labour market is supported by Green (2008) who suggests that temporary 
workers are not compensated for the precarious nature of their work, placing them at a 
disadvantage to permanent workers.  
 
While pay is important to job quality from an individual perspective, employers could possibly 
have a conflicting perspective. Looking at the issue from employer’s perspective, Burchell et 
al. (2014) claim that higher wages would enable an employer to argue the negative impact it 











hand and job creation on the other. Furthermore, Litwin and Phan (2013), highlight the fact 
that resource constraints can influence the level of pay that entrepreneurs in particular can pay 
in comparison to larger companies. Another issue with the earnings dimension that became 
evident from the analysis is the different ways in which it is measured. This varies between 
studies. While a majority of studies look at hourly or weekly pay (Tilly, 1997; Leschke et al. 
2008; Osterman, 2013; Curtarelli et al. 2014), others take a slightly different focus. 
Meisenheimer (1998) suggests that as an alternative to looking at an hourly or weekly wage, 
income could be looked at in deciles e.g. top 10% of professionals in an industry. Furthermore, 
Mitlacher (2008) proposes the inclusion of fringe benefits while Leschke and Watt (2013) 
include expressed purchasing power and the share of the working poor. As pointed out earlier, 
Rodgers (2008) highlights the difficulty in comparing pay due to the multiple measures and 
databases used in other studies. Bearing this issue in mind, the Eurofound (2012) job quality 
framework uses hourly earnings to measure this dimension. This reflects the suggestions of a 
majority of the studies that measured earnings. 
 
 
2.5.2 Prospects  
The second dimension of the Eurofound (2012) framework is prospects. This refers to features 
of a job that support an individual’s need for employment including material need for income 
and psychological need for employment continuity and enhancement. It is broken down into 
three key features; job security, career progression and contract quality. This reflects the 
findings from the analysis of the thirty-one other job quality studies. Job security and career 
progression appeared in several other studies. Contract quality, while only mentioned in a few 
studies, has certainly been a conversation in the job quality literature. The analysis found strong 
discussion regarding job quality and standard and nonstandard working arrangements 
(Kalleberg et al. 2000; Kochan and Litwin, 2011; Lescke and Watt, 2013). A review of these 
sub-dimensions follows.  
 
Job Security 
The Eurofound (2012) job quality framework proposes that job security is an important feature 
of the prospects dimension of job quality. When considering the possibility of job loss in the 
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future, a fear of such occurring can not only impact the attitude of an employee when they are 
at work, but can also affect their lives outside of the work environment. The analysis of existing 
job quality frameworks also brings the issue of job security to the fore as a key dimension in 
measuring the quality of a job. At the core of the commentary is a concern for the health and 
wellbeing of individuals who are not in secure jobs (Broom et al. 2006; Swanberg and 
Simmons, 2008; Kalleberg, 2012). In addition, Loughlin and Murray (2013) posit that those in 
jobs that have security should in turn have a more positive attitude when it comes to work. 
Beyond health and wellbeing, Kalleberg (2012) suggests that insecure work arrangements can 
have negative consequences for family-related decisions such as marriage, fertility, investment 
decisions and so on. With Glavin (2013) suggesting that job security and job quality are likely 
to occur simultaneously, Dixon et al. (2018) highlight the importance of engaging in debate 
centred on job security as it is central to precariousness and job quality. 
 
Career Progression 
In addition to job security, career progression opportunities can also influence one’s perceived 
job quality. Individuals who have a psychological need for enhancement may perceive their 
job to be of poorer quality if they feel stuck at a certain level. Hence, Leschke and Watt (2013) 
suggest that progressing skills and careers is a central aspect of job quality. One issue that 
appears in the literature is the fact that those who have flexible or part-time work arrangements 
tend not to be able to avail of career progression (Kelliher and Anderson, 2008). Agreeing, 
Mitlacher (2008) notes that for those who do not have secure working arrangements, career 
development is more difficult as they tend not to be part of personal development programmes 
as they work with a number of different clients. With development being important in order to 
advance a career and avoid dead-end jobs, agency workers are certainly at a disadvantage in 
this regard (Mitlacher, 2008; Leschke and Watt, 2013). Finally, it is important to acknowledge 
the argument that not every organisation can offer career progression. Tsai et al. (2007) found 
that employees in entrepreneur run businesses are disadvantaged when it comes to promotional 
prospects due to the size of the company. Larger companies tend to have more scope for this 






The final sub-dimension of the prospects aspect of job quality is contract quality. The 
Eurofound (2012) framework particularly looks at contract status to ascertain the level of job 
quality. Those individuals who are on indefinite contracts are more likely to have their need 
for income and continuity satisfied. On the other hand, those in temporary positions, some of 
whom may have no contract, tend to experience a great deal of uncertainty and hence, perceive 
their job to be of poor quality. In agreement, Kalleberg et al. (2000) propose that non-standard 
arrangements are likely to be of poor quality because the nature of the arrangement is less likely 
to provide employment security. In a study of temporary workers, Green (2008) found that they 
felt a lot less secure in their working arrangements than those in permanent positions. The study 
highlighted that approximately half of temporary workers had a fear of becoming unemployed 
in the next year. While agreeing that temporary workers are less secure, Campbell and 
Chalmers (2008) note that making a temporary part-time employee permanent will not fix the 
quality of the job. They argue that while it will help, the quality in the contract should also take 
into account working time arrangements. With working time arrangements being accounted for 




2.5.3 Intrinsic Job Quality 
Another clear concern that emerged from the analysis of job quality frameworks was the 
importance of issues with the work itself and the jobs’ physical and social environment. To 
cover these concerns, the Eurofound (2012) framework of job quality includes an overarching 
dimension referred to as Intrinsic Job Quality. Olsen et al. (2010) highlight the high value 
placed on intrinsic aspects of a job when it comes to job quality. Eurofound (2012) focus their 
intrinsic job quality dimension on a number of sub-dimensions concerning the work and its 
environment namely: the level of skill and autonomy in the work itself, the social environment 
in which workers are situated, the physical environment, and the intensity or pace of the work. 







Figure 2.2 – Eurofound (2012) Intrinsic Job Quality 
 
Skill use and discretion 
When it comes to characteristics of the work itself, the ability to use the skills to the level you 
are trained and the importance to build upon those skills are included as an indicator of job 
quality. One aspect of this dimension is the skill requirement of the job and the impact that is 
likely to have on other dimensions. For example, there are suggestion in the literature that the 
higher the skill requirements of a job, the higher the quality of the job is likely to be (Kalleberg 
et al. 2000; Stier, 2015). Due to the complex nature of higher skilled jobs, Kalleberg et al. 
(2000) suggest that employers are likely to offer higher wages and benefits to those occupying 
those jobs in an effort to retain them. Agreeing, Stier (2015) further argue that not only will 
wages be lower for those in lower skilled roles, they are more likely to be in insecure working 
arrangements with limited advancement opportunities and flexibility. In addition to the link 
between skill requirements and other job quality dimensions, the ability to make decisions 
about the way you do your work is also considered a sub-dimension of job quality. Like with 
wages and other benefits, the level of autonomy is also likely to be higher in roles that demand 
a higher skill set (Eurofound, 2012). While a degree of control over one’s work is considered 
to be an indicator of good job quality, Drobnic and Guillen Rodríguez (2011) caution that it 
















Another sub-dimension of intrinsic job quality is that of the social environment. As previously 
mentioned, intrinsic job quality focuses on aspects of the work environment that can impact 
the perception of satisfaction with their job. The social environment is one such consideration 
that should not be ignored.  Díaz-Chao et al. (2017) argue that paying attention to the work 
environment and social relation dimension in organisations is very important in influencing 
employee commitment and satisfaction. The Eurofound (2012) framework takes aspects of the 
social environment into account because social support is said to be important in a stressful 
environment. This social support could be from co-workers or managers. While social support 
is positive, this dimension also takes into account experiences of verbal abuse, unwanted sexual 
tension, threats, physical violence, bullying and sexual harassment, where if any of which were 
present in the work environment would lead to negative experiences of the recipient.   
 
Physical environment 
As well as the social environment, the physical work environment also has the ability to 
influence an individual’s intrinsic job quality.  This sub-dimension takes account of elements 
of the physical environment that could cause harm or negatively affect one’s experience at 
work. Such elements include noise, inappropriate temperatures, harmful fumes, dust, chemicals 
and posture related hazards. While individuals have varying thresholds for dangerous 
situations, those jobs that contain a high-risk element, be it injury, illness or death, are 
considered less desirable than jobs with lower levels of risk (Meisenheimer, 1998). Mitlacher 
(2008) include a healthy and safe working environment as one of their three most important 
characteristics for evaluating job quality. This feature of the Eurofound (2012) job quality 
framework draws attention to evolving regulation where health and safety is at a core.  
 
Work intensity  
The final sub-dimension of intrinsic job quality is work intensity. This refers to aims to get the 
balance right between a very highly intense job that places demands on an employee physically, 
cognitively and emotionally and a job with low levels of intensity that could lead to workers 
becoming bored and disengaged (Eurofound 2012). Gallie et al. (2014) support the argument 
that in a high work intensity environment there can be consequences to an individual’s health 
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and wellbeing and furthermore, there can be a detrimental effect on work-family conflict. To 
ascertain the level of intensity, Eurofound (2012) looks at a number of different characteristics 
of a job which include; speed of the work, deadlines, stakeholder demands, targets and the time 
given for tasks. 
 
 
2.5.4 Working Time Quality 
The fourth and final dimension of job quality is working time quality. Drobnic and Gillén 
Rodriquez (2011) argue that with the increase in the number of dual earner couples and working 
mothers, working-life balance is one of the more important indicators of job quality today. 
While the Eurofound (2012) model doesn’t measure work-life balance, it does look at the 
working time features in a job to ascertain whether the working time meets an individual’s 
needs allowing them to balance their responsibilities at work and in the home. Campbell and 
Chalmers (2008) agree that the working time dimension is important when considering the 
quality of a job. They argue that in order to make part-time contracts attractive, employers 
argue that such contracts enable flexibility. However, Curtarelli et al. (2014) points out that 
this flexibility primarily benefits the employer and benefits only the employees who have 
entered the arrangement on a voluntary basis. In providing an example of employees in the 
retail sector, Campbell and Chalmers (2008) highlight the precariousness in working time 
among respondents. The casual part-time participants in their studies indicated that not only 
will their number of hours vary on a weekly basis, but also the number of days, and which days 
they are working each week. This dimension of the Eurofound (2012) Job Quality Framework 
takes into account the hours one works, unsociable hours, evening shifts, weekend work, 
consistency of hours worked and the ability to take time off to facilitate personal matters.  
 
Table 2.5: Summary of Eurofound (2012) Job Quality Framework 
Dimension Sub-Dimension Measure 
Earnings  Hourly earnings 
Prospects Job Security Chance of losing job 
 Career Progression 




 Contract Quality Contract status 
Intrinsic Job Quality Skill Use and Discretion Skills and autonomy 
 Social Environment 
Social support, absence of 
abuse 
 Physical Environment 
Low level of physical and 
posture-related hazards 
 Work Intensity 
Pace, pressures, demands, 
targets, deadlines, support 
Working Time  
Duration, scheduling, 





Following a thematic analysis of thirty-one job quality frameworks, it has been found that the 
Eurofound framework of job quality reflects a majority of the proposals in the literature. This 
framework will be used going forward in this study. It will be used alongside the proposed new 
definition of job quality as “a concept that describes the extent to which the characteristics of 
a job provide employment stability, opportunity for growth and optimum use of skills and 
discretion; all within a safe and transparent physical and social environment and with the aim 
of enhancing one’s job satisfaction”. Having chosen a framework and a definition, it is 
important to look at job quality as a multi-level concern to examine how it can influence and 




2.6 Job Quality – a Multi-level concern 
Job quality is a concept that can both be influenced by and effected by multiple levels. This 
review will look at job quality through the lenses of the macro-environment, the organisation 






When it comes to understanding the forces that influence job quality, the literature discusses 
factors beyond the organisation to discuss the macro environmental impact on job quality 
trends.  Kalleberg (2012) suggests that changes in job quality and the emergence of precarious 
work are a result of macro environmental forces. There is agreement in the literature with this 
in that it is suggested that some of the main drivers of such change include; financialisation, 
globalisation, technological innovation, rise of the service sector and decline in unionisation 
(Auer, 2006; Boom et al. 2006; Rosseau and Batt, 2007; de Bustillo et al. 2011; Kalleberg, 
2012; Berry 2014; Kauhanen and Natti, 2014). Similarly, Eurofound (2012) suggest that the 
economy has had an impact on job quality trends, with poorer job quality reported after the 
2008 global financial crisis. Díaz-Chao et al. (2017) argue that while it is understandable to 
promote the creation of jobs, in a global economy where competitiveness is driven by 
knowledge, technology and innovation, the quality of the jobs created should not be 
overlooked.  
 
When it comes to the macro environment and the impact on job quality, globalisation is one 
concern that should be recognised. While globalisation cannot be blamed entirely for low 
quality jobs emerging in different industries, there is an argument to be made about the 
pressures of globalisation impeding the need for workforce flexibility and hence, the creation 
of poorer quality jobs. Kauhanen and Natti (2014) suggest that the emergence of lower quality 
jobs can be largely attributed to globalisation. In agreement, Auer (2006) argues that the 
deepening of globalisation has meant that the labour force has needed to become more flexible 
with a trend in shorter employment relationships. The once permanent and full-time contracts 
have given way to more temporary, atypical employment in order for firms to be able to achieve 
this flexibility (Kauhanen and Natti, 2014). Rousseau and Batt (2007) further add to this 
suggesting that the business world has encountered the ‘perfect storm’. They argue that the 
simultaneous occurrence of escalating global competitions, rising job insecurity as well as the 
burden of training, pensions and healthcare being transferred to employees, the effects continue 
to operate in contemporary society. In addition, Kalleberg (2012) proposes that financialisaton, 
which includes a greater emphasis on profits, has resulted in companies depending on 
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precarious workers to maximise shareholder returns. Another aspect of the macro environment 
that cannot be ignored when discussing job quality is the global financial crisis. Berglund 
(2014) suggests that with an economic downturn not only do unemployment figures rise, but 
business struggling to survive often have to make some compromises in the quality of the jobs 
that are sustained. Kalleberg (2012) also makes this argument proposing that during the great 
depression, having any job was better than not having a job at all, therefore the emphasis on 
job quantity overshadowed the concerns of job quality.  
 
Where a boost in job quantity is the primary focus of policy makers, along with labour market 
flexibility, a number of authors have commented on the inequalities created by the changes in 
the macro environment. Auer (2006) highlights that where there is an increase in temporary 
jobs there is often an increase in longer termed jobs to compensate. It is argued that this could 
potentially lead to an increase in labour market segmentation, particularly between older and 
younger workers. Furthermore, Morone (2003) points to the reduction in demand for unskilled 
labour due to global competitive pressures, with less skilled workers not only being at a 
disadvantage when it comes to wages but also employment opportunities. Not only are certain 
members of the labour market more vulnerable to the negative impact of globalisation, they 
too are likely to experience the positive outcomes to a much lesser extent than those who have 
benefited from globalisation. As such, Auer (2006) argues that when it comes to the positive 
outcomes of globalisation on the labour market, there is an unfair distribution between winners 
and losers. Despite the fact some argue that globalisation has led to an increase in labour market 
segmentation, Kalleberg (2012) suggests that rather than an increase in segmentation, there is 
an increase in precarious work. While labelling the impact of globalisation differently, 
Kalleberg (2012) acknowledges that some people are more vulnerable to such instability than 
others, for example those with lower levels education.  
 
The trade-off between job quantity and quality varies depending on the country’s institutional 
regime, the factors of which can have impact at both the organisational and individual levels 
when it comes to job quality (de Bustillo et al. 2011). Recognising the importance of taking 
institutional regimes into account when interpreting job quality results, Gallie (2017) highlights 
that national policy and its stance on organised labour is something that will vary between 
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countries. Holman (2013) found that in a study of call centres, workers in a country with an 
inclusivist regime (“having policies designed to extend employment rights and employment 
throughout the working-age population”p.24) such as Denmark and Sweden have higher levels 
of job quality than those in countries with dualist regimes (“strong employment rights for a 
core workforce of long-term skilled employees but much weaker rights for those on the 
periphery, and with less concern over employment levels”p.24) such as Australia and France 
and also market regimes (“little employment regulation”p.24) such as UK and US. Halldén et 
al. (2012) note that inclusive regimes involve high level of union input in national decision 
making, giving priority to stable employment. In contrast, they suggest that market regimes 
facilitate priorities in the market by adjusting their employment approach, increasing the 
prevalence of part-time, flexible contracts.  Having look at job quality from a macro point of 
view of the global economy, it is also important to investigate the microeconomic perspective 




In light of the pressures companies are faced with from the macro environment, organisations 
need to understand how their response to these pressures can affect their employees. Job 
quality, while seen as a concept centred around the employee, can impact employee turnover 
and in turn their business performance. Findlay et al. (2013) argue that the way in which an 
organisation organises their labour can impact greatly on job quality. In addition, Litwin and 
Phan (2012) suggest that it is in companies’ best interests to know about the impact job quality 
can have on organisational performance. Ko and Yeh (2013) identify the push towards a core-
periphery model when it comes to organisations deciding on their labour management regime. 
Green (2008) highlights that the external environmental factors have pushed employers to 
become more flexible in using non-standard work arrangements. Agreeing, Ko and Yeh (2013) 
argue that the increasing competition globally means that this flexibility is required in order to 
reduce labour costs. In an effort to reduce labour costs, employers are creating jobs with great 
uncertainty and lack of control over their working hours and inability to influence scheduling 
of hours (Campbell and Chambers, 2008).  With increased uncertainty and inability to control 
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or influence their working hours, employees are likely to perceive their job to be of poor 
quality. 
 
While companies are forced to adjust labour strategies to remain competitive, there are also 
consequences of this flexibility. Schnalzenberger et al. (2014) suggest that when workers 
consider a job to be poor, particularly when it comes to job security, it can lead to noticeable 
exit from work. Furthermore, de Ruyter et al. (2008) argue that where increased work 
intensification and stress are evident, the company can find themselves with high levels of 
absenteeism and labour turnover. This is also argued by Sallaz (2017) who in a nine-month 
period working in a call centre, where the jobs were considered bad, twenty-one workers 
entered the organisation but only eight stayed. Another aspect of the job that can influence 
turnover, commitment and morale in an organisation is the status of the role of the job holder. 
Loughlin and Murray (2013) found that where an employees’ actual and preferred work status 
are very different, this can lead to negative consequence for the organisation such as increased 
turnover, along with having a negative impact on an individuals’ health. Where there is an 
impact on an individual’s health, there is potential for reduced productivity, low morale and 
increased absenteeism from the organisations point of view. Lack of autonomy is also a 
common feature of these flexible work arrangements that can influence how employees behave 
at work and in turn influence the organisations outcomes (Vidal, 2013; Gallie, 2017). Given 
that job quality has the ability to influence organisational performance in terms of productivity 
and service quality, Santero-Sanchez et al. (2015) suggest that organisations should reduce the 
amount of part-time and temporary staff they employ. They argue that when looking at 
measures to improve business, employers should not discount improvements on job quality. 
Having looked at job quality from both a macro and organisational level, it is also important to 
investigate the microeconomic perspective, looking at the perceived satisfaction of those who 
are doing the jobs (Díaz-Chao et al. 2016). 
 
Individual Level 
Having reviewed factors that influence job quality from a macro level and organisational 
perspective, it is important to look at how job quality can be viewed from an individual level 
in order to get a complete picture of the multiple levels of concern when it comes to job quality. 
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At the individual level there are a number of different characteristics that are likely to influence 
the job quality experienced by an employee. Simões et al. (2015) suggest that the education 
level and employment characteristics of individuals are likely to impact their job quality. This 
was referred to earlier as it was pointed out that people with lower levels of skill were likely to 
be more vulnerable in the labour market (Morone, 2003; Kalleberg, 2012). In addition, Findlay 
et al. (2013) suggest that at the micro-level, an individual’s characteristics, such as their 
personality, can influence their view on the quality of their job. This individual element can 
make job quality such subjective concept. Simões et al. (2015) argue that while perceived job 
quality can be expressed through job satisfaction of a job holder, objective measures from an 
individual perspective include working hours, flexibility of those hours, salary, non-financial 
rewards and job security.  
 
Given the analysis of the macro perspective and in particular the surge of importance placed 
on the flexible labour market, Broom et al. (2006) suggests that some poor-quality jobs can 
impede several psychosocial stressors on employees which can be as detrimental to ones health 
as being unemployed. De Ruyter et al. (2008) point to the pull of agency contracts and the 
benefit of the flexibility they provide. They highlight that such arrangements suit certain 
individuals who prefer flexibility over security. Unlike agency contracts, Ross (2008) points to 
the general move to flexibility and that not everyone has a choice whether to engage in flexible 
work practices. Mavromaras et al. (2015) highlight further consequences for individuals in low 
quality jobs, suggesting that they are more likely to become unemployed than those in high 
paid positions. In agreement, Sheen (2017) adds that people in poor quality jobs are likely to 
have to depend on unemployment payments leading up to pension eligibility. Sallaz (2017) 
also points to some consequences for older workers, finding that precarious work in the years 
leading to retirement can hinder their quality of life during retirement. Finally, Piasna and 
Plagnol (2017) emphasise concerns for women, suggesting that those in better jobs are more 
likely to return to work after having children. 
 
Demographical Differences 
Having discussed job quality from a micro level perspective, it is appropriate to review how 
individuals from different backgrounds experience job quality. Rodgers (2008) highlight that 
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inequalities exist when it comes to accessing the labour market and jobs that are of high quality. 
He argues that these inequalities reflect those in the wider society level where gender and 
ethnicity can lead to disadvantages. Frank-Miller et al. (2015) found that in the retail sector 
women were at a clear disadvantage with limited prospects for them to earn in comparison to 
men. Not only that but non-white women in the study were at a further disadvantage when it 
came to earning power. In investigating the experience of different age profiles, Glavin (2013) 
found that age can impact how an individual views their job. When reviewing the effect of job 
insecurity it was concluded that younger workers, those in their twenties, are likely to not have 
experienced a secure job, making insecurity a normative experience for them. On the other 
hand, older workers felt a sense of powerlessness in their insecure jobs. With the emphasis of 
the study being on the differences in job quality created by male and female business owners, 
a deeper review of the gendered nature of job quality is necessary. 
 
 
2.7 Gender and Job Quality 
As indicated in the previous section, one’s gender can impact their experiences and perceptions 
of job quality. Men and women are faced with different life situations and hence value the 
characteristics of their jobs differently. Leschke and Watt (2013) used six dimensions of job 
quality to measure such differences; wages, nonstandard forms of employment, work time and 
work life balance, working conditions and job security. When comparing an unweighted 
average of all six dimensions, they found that there is minimal difference in overall job quality 
between men and women. That said, they point to considerable differences within the sub-
dimensions of job quality such as; the existence of a gender pay gap, men’s likelihood of 
gaining better work arrangements and more opportunities for men in skill and career 
development. Women on the other hand reported better outcomes with working conditions, 
work life balance and job security. While Stier and Yaish (2014) echo some of these 
differences, such as lower wages and less opportunities for career progression, they add that 
women are likely to be subject to lower job security, less autonomy and poorer emotional 
conditions. When trying to find the reasons behind the differences in quality Stier and Yaish 
(2014) suggest that the they may be partially attributed to the forced choice made by women, 
choosing family friendly jobs. Sheen (2017) agrees, noting that women are particularly 
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vulnerable due to the demands placed on them with caring responsibilities. This can lead to 
women making concessions in their jobs to fulfil their responsibilities outside of the workforce.  
 
With this in mind, Piasna and Plagnol (2017) highlight that women are more likely to trade 
aspects of job quality such as career advancement and job security for more flexible working 
arrangements to suit their non-work lives. Discussing working mothers, Pacelli et al. (2013) 
found that mothers who had not left employment following the birth of their children 
experienced lower pay than women who did not have children at a pre-school level. In addition, 
Piasna and Plagnol (2017) found that women who had two or more children were negatively 
affected when it came to career progression. When it comes to choosing jobs, Haley-Lock et 
al. (2013) propose that women are likely to opt for a lower quality job in exchange for a shorter 
commute time due to family commitments. In contrast, they suggest that men’s decisions on 
commute time primarily relate the wages offered in the job. Family commitments aside, 
Cookea et al. (2009) found that individuals who work weekend based short weeks were likely 
to be female, are also likely to be single with no dependent children. This supports the findings 
of Brown and Pintaldi (2006) who show that number the of women in underemployment is 
higher than men.  
 
In studying the role of a call centre operator, Sallaz (2017) suggests that women are more likely 
endure poorer work conditions than men, again echoing the job quality trade off proposed by 
Piasna and Plagnol (2017), where they sacrifice job characteristics to facilitate non-work-
related responsibilities. Over a nine-month period Sallaz (2017) observed that every male 
worker in a particular cohort left the job due to its poor quality, while only five out of thirteen 
women left, even though everyone was not happy with their working conditions. As women 
are more likely than men to stay in a bad job, for those who decide to start their own business, 
the question remains as to the quality of the jobs they are creating for themselves and others. 
Before addressing this issue in more detail, it is important to understand the institutional level 





2.8 Institutional Polices Promoting Job Quality 
In recent years attention has been drawn to policy level focus on creating more jobs (Findlay 
et al. 2013). Both at a European and national level, job creation has featured progressively on 
the political agenda. One focus in particular has been on the encouragement of entrepreneurs 
to set up new businesses in a hope that they will create jobs (International Economic 
Development Council, 2010). While promoting entrepreneurship might improve the quantity 
of jobs, these jobs are not necessarily of high quality (Shane, 2009; Summers, 2015). At an EU 
level, Eurofound (2017) highlights that job quality is an implicit aim of the Europe 2020 
Strategy. Despite this goal, while there has been an increase in labour market participation in 
recent years, there has also been an increase in non-standard work arrangements and a reduction 
in job security (European Commission, 2017a).  Regardless of who is creating the jobs, Findlay 
et al. (2013) point to the fact that poor quality jobs do not make for a sustainable economy. In 
agreement, researchers in the area are pushing for the focus to be on the creation of good quality 
jobs (Shane 2009; Summers 2015; Díaz-Chao et al. 2017). The literature highlights an 
opportunity for public policy makers to intervene and promote the creation of high-quality jobs 
(Findlay et al. 2013; Loughlin and Murray, 2013; Simões et al. 2015; Díaz-Chao et al. 2016). 
Given the rise in non-standard employment and the push for entrepreneurship as a job creation 
strategy, a review of entrepreneurship as a job creation strategy is warranted.  
 
 
2.9 Entrepreneurship as a Job Creation Strategy 
When looking at job creations strategies, entrepreneurship is cited as one of the primary 
contributors to job creation. Having said that, the literature is divided as to whether 
entrepreneurship is an effective job creation strategy or not. When it comes to job creation, one 
objective that has been dominating European Union Strategy is the encouragement of 
entrepreneurship to create jobs (Sánchez Cañizares and Fuentes García, 2010; Congregado et 
al. 2012; Conroy and Weiler, 2016). Doran et al. (2016) agree, noting the importance of the 
entrepreneurial process for creating employment opportunities and in turn enhancing greater 
economic growth. When looking at entrepreneurship as a strategy to reduce unemployment 
rates there are two main outcomes. People become self-employed or they establish businesses, 
which if successful, become employers (Bygrave et al. 2003; Congregado et al. 2012). The 
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definition of entrepreneurship as “the process of starting and growing a business making 
entrepreneurs those who start and grow businesses” (p.131), focuses on the growth of business 
which job creation can be an indirect effect of (Stough, 2016).  Among the literature, academics 
are divided when deciding whether or not entrepreneurship is effective as a job creation 
strategy. While Congregado et al. (2010) argue that entrepreneurship leads not only to self-
employment but that those entrepreneurs also have the potential to create employment for 
others; Astebro and Tag (2017) suggest that job creation by entrepreneurs is minimal. Terjesen 
and Szerb (2008) agree, highlighting that a solo entrepreneur setting up a business is restricted 
in growing the firm beyond creating a few jobs as it tries to establish itself with capital 
constraints. 
 
Arguments in favour of utilising entrepreneurship as a job creation strategy suggest that despite 
constraints, young firms create more jobs than larger, more mature organisations (Conroy and 
Weiler, 2017). Supporting European strategy in promoting entrepreneurial activity Doran et al. 
(2016) propose that in order to reduce the constraints of start-ups, an environment which 
supports and develops entrepreneurial ventures needs to be created to continuously encourage 
job creation. In contrast, Congregado et al. (2012) criticised the entrepreneurship policy in 
Europe, claiming that while it does have initiatives to foster entrepreneurship, the focus is on 
reducing unemployment. They argue that it is situations such as high unemployment levels that 
often provide people with no choice but to engage in self-employment, not necessarily creating 
further jobs. When looking at new firms who do create jobs, Van Praag and Versloot (2007) 
suggest that entrepreneur’s creation of jobs is quite dynamic, with evidence showing that while 
small new firms create jobs, they also destroy jobs when they fail (Decker et al. 2014; 
Nightingale and Coad, 2014). This can lead to instability in the labour market with studies 
showing that it is unlikely that new firms will exist in two years after starting up, and most 
exiting their industry within the first ten years. Furthermore, it is noted that most firms hire 
their first employee within the first three years of establishment, with very entrepreneurs hiring 
their first employee after three years (Decker et al. 2014; Nightingale and Coad, 2014; Fairlie 
and Miranda, 2017). Brown and Mawson (2016) agree that the job creation benefits of new 
firms can be exaggerated, noting that so called ‘High Growth Firms’ are more likely to create 
jobs, but in overseas economies. In essence, the views on entrepreneurship as a job creation 
53 
 
strategy are mixed with suggestions that such a strategy can lead to job creation but also job 
destruction as entrepreneurs struggle to grow and maintain their businesses. 
 
2.9.1 High Growth Firms 
While the literature is divided on the benefits of using entrepreneurship as a job creation 
strategy, Bygrave et al. (2003) highlight that entrepreneurs can range from a solo self-employed 
individual, small start-ups with limited opportunities and high potential ventures that are likely 
to experience success and create employment. Furthermore, Summers (2015) suggests that 
while a majority of start-ups have limited potential in economic development, they are 
important to the individuals and their community. That said, policy needs to prioritise economic 
development in which it is argues that ‘high growth firms’ are more likely to create sustainable 
jobs (Henrekson and Johansson, 2010; Moreno and Coad, 2015; Giner et al. 2017; Yazdanfar 
and Ohman, 2018). A High Growth Firm is defined as “an enterprise with average annualised 
growth (in number of employees or turnover) greater than 20% per annum, over a three-year 
period, with a minimum of 10 employees at the beginning of the growth period” (OECD 2008, 
p.61). Moreno and Coad (2015) suggests that these firms are scarce in existence, with the 
OECD (2016) finding that high growth firms make up between 2% and 6% of business in most 
EU countries. In light of this, when it comes to job creation policy mentioned earlier, the focus 
needs to be placed on productive entrepreneurship which is a focus on fostering high growth 
firms, innovation and job creation (Stough, 2016). Given the likelihood of such firms to 
establish an international basis, with positive impact on the home economy, fostering high 
growth firms is an important feature of economic development (Brown and Mawson, 2016; 
Giner et al. 2017).  
 
The literature indicates that high growth firms are key to the creation of sustainable 
employment, therefore, understanding the approach of such firms to hiring is important. 
Daunfeldt et al. (2015) argue that an understanding of hiring practices would make it possible 
to identify who high growth firms recruit and how their recruitment strategies influence firm 
growth. In agreement, Demir et al. (2017) suggest that HRM practices as a whole are important 
for high growth firms, however, they highlight that there is a dearth of information on employee 
selection is such firms, particularly when it comes to impact at different stages of the firm life 
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cycle. This is important because it is suggested that high growth firms cannot compete for top 
talent at the beginning of their venture. Beyond hiring or selection practices, there are also 
suggestions in the literature that indicate high growth and low growth firms take different 
approaches to managing employees in their businesses. Gundry and Welsch (2001) argue that 
while a high growth business owner is likely to use a more formal structure and acknowledge 
the benefits of teams in their organisations, low growth business owners are likely to take a 
very informal approach to managing employees. This difference in approaches is likely to 
indicate that there will be divergent experiences for employees at work, depending on the type 
of organisation they work in. While comments on job creation strategy are mixed, 
entrepreneurs create jobs, be it for themselves or others. Given the definition of a high growth 
firm and evidence that these are scarce in existence, yet use more formal management practices, 
it warrants one to question the quality of the jobs being created by entrepreneurs that are not 
considered to be high growth firms. 
 
 
2.10 Difficulties with Entrepreneurship as a Job Creation Strategy and Job 
Quality 
There are suggestions in the literature that there has been a narrow focus when it comes to 
policy on job creation through entrepreneurship. The focus has been on reducing 
unemployment statistics, not necessarily bearing the concept of job quality in mind. 
Congregado et al. (2010) suggest that strategies to promote entrepreneurship need to focus on 
the long-term objectives of creating a successful enterprise that will contribute to economic 
growth as well as short term focus on reducing unemployment figures. Yim (2018) agrees, 
arguing that policy needs to look not only at encouraging people to set up business but how to 
grow the business. With research showing that high growth firms tend to lead to the creation 
of the most sustainable jobs, Giner et al. (2017) suggest that employment generation should be 
promoted by assisting entrepreneurs in establishing high growth, sustainable firms. 
Acknowledging programmes designed to aid entrepreneurs, Grimm and Paffhausen (2015) 
argue that these interventions need to be specific to managing and growing a successful 
business and must be available at a very early stage. As mentioned previously, job security is 
one aspect of the Eurofound (2012) job quality framework and is a feature of sustainable jobs. 
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The literature suggests that this job characteristic is more likely to be featured in jobs created 
by high growth firms. If policy encourages firms that are non-high growth then job security 
cannot be offered and hence, this policy has a negative impact on job quality.   
 
Another difficulty with entrepreneurs creating good quality jobs that warrants investigation are 
the general constraints of a start-up. As pointed out by Terjesen and Szerb (2008), new 
businesses tend to have capital restraints, with Summers (2015) further highlighting how 
difficult it is for businesses to grow and develop.  With such restrictions, how likely is it that a 
new business can satisfy an employee’s needs based on the Eurofound (2012) Job Quality 
framework? With earnings being an important aspect of a job in determining job quality, can a 
new business faced with capital restrictions compete with established organisations when it 
comes to salary?  
 
When looking at the impact of job creation strategy it appears that the issue of job quality tends 
to be pushed into the background. Loughlin and Murray (2013) call for policy makers to 
become aware of how individual opinions on job quality are constructed from the wider society. 
It also appears that when it comes to an entrepreneur who is trying to establish and grow a 
business, job quality is also not to the fore in their plans. While they do have to abide by 
standards that are regulated such as working time, health and safety and equality (Bothfeld and 
Lescke, 2012), it is unlikely that they are considering the job quality dimensions. Ahmad (2013) 
agrees, arguing that organisations need to adopt an attitude that will enable loyalty and 
commitment of employees by focusing on designing jobs around quality of work dimensions 
such as stress and autonomy. In line with this, Simmons and Swanberg (2009) suggest that 
employers of low-wage workers should be aware that in order to reduce the costs of poor 
employee health, interventions to improve mental health and the psychosocial work 
environment should be invested in. They found that such programmes can improve job 
retention and hours worked which can have positive outcomes for both the employer and 
employee. As job quality is unlikely to be a primary focus of any entrepreneur when they are 
attempting to launch and grow a business, it is important to consider the motivations and 
intentions of the business owner to see if there is a connection to their intent to create jobs and 





2.11 Motivation of the Business Owner 
Given the promotion of entrepreneurship as a job creation strategy, and the fact that an 
entrepreneur can range from a self-employed individual to an owner of a high growth, high 
success empire, it is useful to look at why entrepreneurs chose to take such a step. The literature 
cites both push/necessity and pull/opportunity factors (Bygrave et al. 2003; Kirkwood, 2009; 
Congregado et al. 2010; GEM, 2017). On one hand, people embark on self-employment to due 
to lack of choice, for example becoming unemployed (Bygrave et al. 2003). Congregado et al. 
(2010) argue that these entrepreneurs are less likely to succeed than those who are pulled into 
entrepreneurship. On the other hand, Kirkwood (2009) found that pull factors were positively 
linked to the success of a new business, where someone sees an opportunity and takes 
advantage of it. Bygrave et al. (2003) suggest when looking at contribution to economic 
growth, being pulled into a new venture, utilising knowledge and skills is more likely to lead 
to job creation than being pushed into it. While research has looked at the impact of age, race 
and gender on entrepreneurial motivations, Terjesen and Szerb (2008) argue that being a 
woman has the most important negative effect for business growth. As the current study is 
focusing on gender differences in the creation of job quality, a review of the gender differences 
in motivation of entrepreneurs is justified. 
 
2.11.1 Gender and the Motivation of the Business Owner 
Dawson and Henley (2012) found that women and men cite different reasons for becoming an 
entrepreneur. In agreement, Pardo-del-Val (2010) suggests that women are more likely to be 
pushed into entrepreneurship, attempting to improve their employment situation. While both 
men and women would highly rate independence as a pull factor, women are more likely to 
consider their family and home circumstances to a great extent before making the decision. 
Men on the other hand have rated independence and financial gain as the most important 
motivators for entrepreneurship (Kirkwood, 2009; Dawson and Henley, 2012). Patrick et al. 
(2016) agree but highlight that this changes when it comes to distinguishing between married 
and unmarried women. They found that unmarried women tended to be pulled into 
entrepreneurship, with their confidence levels and abilities effecting their choice. Furthermore, 
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when looking at entrepreneurial intentions, women are less comfortable with taking risks than 
men, which will have an impact on their decision on whether or not to take steps towards 
entrepreneurship. 
 
2.12 Gender and Entrepreneurship 
As discussed in chapter one, 30% of all start-up entrepreneurs in Europe are women, while in 
Ireland 32% of new business owners in 2019 were female (European Commission, 2018; GEM, 
2020b). Despite the hesitance of women in venturing into entrepreneurship, policy at a 
European Union level has actively been encouraging women to set up their own businesses. 
The European Commission (2008) highlighted how women remained an untapped potential for 
boosting entrepreneurship. At an EU level the establishment of the European Network to 
Promote Women’s Entrepreneurship has been advocating female entrepreneurs by supporting 
country level activities that encourage women to start businesses (European Commission 
2012). Such activities include mentoring programmes and the establishment of female 
entrepreneurial networks.  
 
With the active promotion of female entrepreneurship at a national and international level, it is 
important to review the literature, looking at the characteristics of businesses women set up, 
looking at their prospects of creating jobs. There is agreement in the literature that women are 
under-represented in terms of becoming entrepreneurs (Sánchez Cañizares and Fuentes García, 
2010; Brooks et al. 2014; Stough, 2016; Conroy and Weiler, 2017). In Ireland, only 32% of 
new business owners in 2019 were women (GEM, 2020a). Despite being under-represented, 
the contribution of female entrepreneurs to job creation has been particularly significant in 
times when other businesses slowed down (Conroy and Weiler, 2017). However, having noted 
the importance of high growth firms earlier, Tan (2008) argues that female entrepreneurs are 
more likely to have a smaller enterprise than men. In addition, Fairlie and Miranda (2017) 
found that businesses owned by women are less likely to hire their first employee for each year 
of the business’ existence than men. The literature highlights many possible reasons for the gap 
in employment creation. One such proposal is that women need to juggle caring 
responsibilities, often playing an unequal role to men when it comes to household 
responsibilities. Aside from caring responsibilities, there is a suggestion that gender stereotypes 
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might inhibit a woman from growing her business. Perez-Quintana et al. (2017) suggest that 
women are classed as being shy, flexible and submissive, while a man is seen as being 
confident, having leadership capacity and can make decisions. The suggestion is that the later 
traits are more successful when growing a business. Furthermore, and interestingly, Brooks et 
al. (2014) found that when it comes to getting buy in from investors, pitches made by attractive 
men were favoured over those by women. Aside from characteristics of the gender of the 
entrepreneur, there is also a suggestion that the industry in which an entrepreneur establishes 
themselves can be gendered. Women tend to enter consumer focused retail and services 
industries (Brooks et al. 2014; Conroy and Weiler, 2016). As illustrated in table 2.6, in Ireland, 
60% of female new business owners in 2019 entered the consumer services sector, while only 
4% entered the medium/high tech sector. This is in comparison to 43% and 12% of men 
respectively. 
 
Table 2.6: Gender Breakdown of New Business Owners in 2019 in Consumer Services and 
Medium/High Tech Sectors 
 Men Women 
Consumer Services 43% 60% 
Medium/High Tech 12% 4% 
 
 
With studies highlighting the gender gap in entrepreneurship, the literature has also put forward 
some recommendations for policy in promoting female entrepreneurship. Given the existing 
stereotypes and the aging belief that business owners are men, Perez-Quintana et al. (2017) 
suggest that improving the visibility of female entrepreneurs as role models could be one 
strategy worth considering. Furthermore, Stough (2016) points to the increased participation 
of women in senior roles in organisations. Muntean (2013) suggests that this improved status 
could have a knock-on effect to attaining gender equality in all economic situations. In addition 
to status, Pardo-del-Val (2010) suggests that despite high educational levels, women could 
benefit from more specific training focusing on topics related to creating a business with high 
potential for growth. This is also relevant to the proposed disadvantage for women when it 
comes to getting information about investors and financing strategies (Conroy and Weiler, 
2017). Moreover, when looking at encouraging entrepreneurship in a university setting, 
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Sanchez Canizares and Fuentes García (2010) argue that gender differences should be 
incorporated into programmes aimed at boosting female entrepreneurship. Finally, taking into 
account the caring responsibilities of women, Muntean (2013) suggests that supports in the 
form of parental leave, financial support and childcare can promote economic empowerment 
for female entrepreneurs. Having discussed motivations to set up a business and some of the 




2.13 The Quality of Jobs Created by Entrepreneurs 
While job creation has featured progressively on the political agenda both at a European and 
national level, policy on job quality appears to be in existence completely independently. Díaz-
Chao et al. (2017) argue that it is not enough to focus on the quantity of the jobs created but in 
today’s knowledge economy, the emphasis needs to be placed on the creation of jobs that have 
trained, committed and satisfied workers who can add value to the organisation through 
innovation and creativity. Leschke and Watt (2013) suggest that this has not been the case, with 
the main driver of job creation over the 2000’s being that of non-standard work arrangements 
of poor-quality lacking opportunities for advancement, training and less access to social 
benefits. While small businesses create a substantial number of new jobs every year 
(Hamzehpour, 2013), Summers (2015) suggests that the positive impact of entrepreneurship 
on the economy is exaggerated. Grimm and Paffhausen (2015) agree, arguing that it is much 
easier to encourage the development of small business than enhance employment expansion in 
these companies. Furthermore, Picot and Dupuy (1998) suggest that such advantages have been 
overestimated. They argue that in Canada, while jobs created primarily come from small firms, 
so too do the job losses. Summers (2015) supports this argument, highlighting that 
approximately 50% of the jobs created by start-ups are lost in the first 5 years due to business 
failures. Nightingale and Coad (2014) somewhat agree that while entrepreneurs create jobs, 
they also destroy them, most not likely to survive past two years. 
 
Despite contributing to job creation and destruction, it is unlikely that entrepreneurs are 
purposely creating jobs at the lower end of the pay scale with less benefits. In agreement, Litwin 
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and Phan (2013) point out that it is not that entrepreneurs are choosing to create low quality 
jobs. They argue that entrepreneurs’ businesses are likely to work with more restrictions than 
larger companies. When it comes to job quality and business size, Hamzehpour (2013) suggests 
that the better-quality jobs are offered in larger firms with better wages and benefits on offer. 
The literature suggests that entrepreneurs offer lower pay, less benefits and in turn are less 
productive and innovative (Van Praag and Versloot, 2007; Nightingale and Coad, 2014). 
Litwin and Phan (2013) add that bad quality jobs are unlikely to fund health benefits or 
retirement plans which is an important feature of a job, particularly in the United States. In 
addition, Jamal (2007) further suggests that new small businesses often require serious 
emotional and physical investment in order to overcome the challenges in building a successful 
business. Furthermore, Tsai et al. (2007) found that in entrepreneurial ventures there were 
disadvantages when it came to promotional prospects and work intensity. On the other hand, 
they found that small firms were more likely to provide autonomy and skill development 
through projects. Díaz-Chao et al. (2017) also found that the job quality created by SMEs can 
be two-sided with a tendency for positive experiences in work life balance and working 
condition and negative experiences with extrinsic rewards.   
 
Regardless of the positives of working in a small firm, Litwin and Phan (2013) identify three 
characteristics that are likely to deter entrepreneurs from offering good quality jobs; scale 
diseconomies, resource constraints and lack of institutional pressures. They suggest that only 
a minority of new businesses overcome these obstacles and be in position to offer quality jobs. 
That said, at policy level there are efforts to improve entrepreneur’s ability to create jobs. 
Rousseau and Batt (2007) highlight that there have been tax policies put in place to promote 
entrepreneurship. Simões et al. (2015) suggest that while promoting entrepreneurship is 
positive, efforts need to go beyond funding. They argue that services need to be made available 
to entrepreneurs to help them fill potential gaps in critical skills as well as legislation 
improvements. As mentioned earlier, interventions and policies should take the gender 





2.14 Influence of an Entrepreneur’s Gender on the Quality of the Jobs they 
Create 
In light of the gender differences in both entrepreneurship and job quality explained previously, 
it is reasonable to question whether female entrepreneurs create jobs of different quality in 
comparison with their male counterparts. Despite the promotion of entrepreneurship as a job 
creation, the promotion of good quality jobs and the gendered differences that exist in both 
entrepreneurship and job quality, there is a dearth of information available to provide insight 
into the influence that the gender of an entrepreneur can have on the quality of the jobs they 
create. Such an insight could help inform policy on entrepreneurship and job creation. 
Furthermore, it could enlighten ways in which the job creation and job quality agendas could 
complement each other, also taking into account the specific promotion of female 
entrepreneurship. Despite the lack of in depth knowledge in the area, there are three key issues 
that arise in this literature review that would indicate that the gender of an entrepreneur could 
impact the quality of the jobs they create, namely; the gender differences in the perception of 
job quality, the differing entrepreneurial journey experienced by each gender and the 
disadvantages faced by women when trying to get support for their business ventures. 
 
Taking the first key issue, the gender differences in perceptions of job quality, the literature 
indicates that when using a combined measure of overall job quality, there is very little 
difference between men and women. However, when looking at individual dimensions of job 
quality such as pay, job security, career progression and working time, some differences 
emerge. As mentioned previously, Leschke and Watt (2013) found considerable differences 
within the dimensions of job quality across male and female workers. Their findings indicate 
that men are more likely to fare better in the areas of pay, work arrangements, skill development 
and career development. Stier and Yaish (2014) support this finding that in addition to having 
lower wages and less opportunities for career development, women are likely to be subject to 
lower job security and less autonomy. While looking at the reasons behind these differences 
the literature suggests a trade-off between certain aspects of job quality, such as career 
development and job security, for more flexible work arrangements (Piasna and Plagnol, 2017).  
This idea is supported by Sallaz (2017) who suggests that women are more likely to stick out 
poorer quality jobs with Sheen (2017) highlighting that they are particularly vulnerable because 
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of their commitments outside of work. Given the likelihood of women sticking out poor quality 
jobs, it is worth considering what the quality is like in the jobs women create. While there is 
limited information available to address this, there are suggestions in the literature that the 
motivations of female entrepreneurs can play a role in the success of their businesses. This 
leads on to discussion of the second issue, gender differences in the entrepreneurial journey. 
 
Discussed earlier in the literature review was the link between entrepreneurial motivations and 
the success of a business venture. The gender difference in motivations was of particular 
interest with arguments suggesting that women tend to give heavy weight to their home 
situation when making the decision (Kirkwood, 2009; Dawson and Henley, 2012). Bygrave et 
al. (2003) suggests that there is a link between business success and whether an entrepreneur 
enters their venture due to necessity or to capitalise on an opportunity. Congregado et al. (2010) 
agree, suggesting that entrepreneurs who are pushed into entrepreneurship are not likely to be 
as successful as those pulled in with the desire to capitalise on an opportunity. With women 
giving some major considerations to their non-work life in making decisions, Pardo-del-Val 
(2010) argues that women are more likely to be pushed into entrepreneurship out of necessity 
to improve their employment situation. In agreement, McGowan et al. (2012) add the different 
entrepreneurial journey taken by women comes as they tend to seek a balance between their 
business and home lives. Despite the importance of high growth firms to job creation, women 
tend to enter service industries with low growth potential and low profit levels (Browne et al. 
2007; Brooks et al. 2014; Conroy and Weiler, 2016). Given that women are pushed into 
entrepreneurship with their home situations taking priority, it is worth investigating the job 
quality they create if female entrepreneurship, job creation and job quality all remain big 
strategies for the European Union. 
 
Finally, the third issue that has emerged from this literature review is acknowledging that all 
entrepreneurs are faced with realities that can hinder the quality of the jobs they create. Litwan 
and Phan’s (2013) identify characteristics that are present in the majority of small, new 
businesses, the main one being a lack of resources, including financial.  Despite all 
entrepreneurs, regardless of gender, being faced with the challenge of limited financial 
resources, Brooks et al. (2014) go even further to argue that women are at a disadvantage when 
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it comes to attaining investors. They found that when it comes to getting buy in from investors, 
pitches made by attractive men were favoured over those made by women. Given that setting 
up a new business is difficult regardless of gender, then if there is a presence of inequality in 
getting financial investment, female entrepreneurs are going to be even further constrained in 
the number of jobs they create and the quality of those jobs. Taking these three key issues into 
account this study aims to examine the influence of an entrepreneur’s gender on the quality of 
jobs they create. 
 
 
2.15 Proposed Conceptual Model 
Having reviewed the job quality and entrepreneurship literatures through a gender lens, figure 
2.3 illustrates a conceptual model which will guide the empirical investigation of job quality, 
entrepreneurship and gender in an integrated manner. The literature highlights a lack of 
consensus in defining job quality and the lack of agreement on the use of one single framework 
of job quality that can capture the needs of both the employee and job creator. Furthermore the 
review of the literature identified a lacuna of literature on job quality in the SME context despite 
the increasing importance of the SME sector in Ireland. What little literature that existed did 
not take into consideration a gender lens. The conceptual model illustrated below aims to 
address this by testing a proposed  definition of job quality with an job creator or employer 
perspective  and a suggested framework of job quality  based on the Eurofound (2012). The 
model defines job quality as a concept that describes the extent to which the characteristics of a 
job provide employment stability, opportunity for growth and optimum use of skills and discretion; 
all within a safe and transparent physical and social environment and with the aim of enhancing 
one’s job satisfaction. Furthermore, it puts forward the Eurofound (2012) Job Quality Framework 
as a means of measuring the quality of jobs created by entrepreneurs. It is recommended  that using 
this definition and framework combined, will provide a solid foundation for examining the 
influence of an entrepreneur’s gender on the quality of jobs they create.  
 
Findlay et al. (2013) argue that decisions made by business owners, particularly owner-
managers in SME’s, have a significant influence over the characteristics of the jobs they create. 
Hence, the characteristics of the entrepreneur and their business are central to the conceptual 
model. Furthermore, the literature points to some differences based on an employee’s gender 
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and those characteristics. The characteristics of motivation, job quality preferences, sector, 
employment creation aspirations and business size are included in the conceptual model. 
 
• The first aspect of the characteristics of the entrepreneur is motivation. Pardo-del-Val 
(2010) argue that women are more likely to be pushed into entrepreneurship. This is 
significant as Bygrave et al. (2003) suggest that pull factors of motivation are more 
positively linked to job creation and economic growth. Therefore, this model proposes 
that such a link may also exist when it comes to the quality of jobs created also. 
• Job quality preferences is the second aspect of the characteristics of the entrepreneur 
that is included in the model. There are suggestions in the literature that women are 
more likely to engage in a trade-off of job quality characteristics such as career 
advancement and job security for flexible work arrangements (Piasna and Plagnol, 
2017). This model suggests that if the same trade-off occurs for entrepreneurs 
themselves, this could impact the quality of jobs they create.  
• Sector is the third aspect of the characteristics of the entrepreneur and their business 
that is proposed in the conceptual model. The inclusion of sector comes from arguments 
in the literature suggesting that job quality is likely to be better in high growth 
businesses, however, women are more likely to establish businesses in low growth 
firms (Brooks et al. 2014; Moreno and Coad, 2015; Giner et al. 2017). Therefore, the 
model proposes that job quality could be examined accounting for sector of the 
business.  
• The fourth aspect of this component of the model is job creation aspirations. Linked to 
growth, job creation aspiration is taken into account as Fairlie and Miranda (2017) 
suggest that women create less jobs than men. This is supported by GEM, (2020a) 
which highlights that female entrepreneurs have lower job creation aspirations than 
their male counterparts. The model questions if job creation aspirations are lower, is 
this likely to impact the quality of the jobs actually created by these entrepreneurs.  
• Finally, business size is taken into account in the model. The inclusion of this 
characteristic in the model comes as Hamzehpour (2013) argues that better quality jobs 
are offered in larger firms, with better benefits and wages on offer. Given the types of 
businesses women tend to establish tend to have low growth potential, they are likely 
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to be smaller in size. Including this in the conceptual framework allows for this study 
to consider business size when examining job quality in male and female owned firms. 
 
Overall, the conceptual model outlined in figure 2.3 brings together fragmented pieces of 
research in the areas of gender, job quality and entrepreneurship, in order to ascertain if the 
gender of an entrepreneur does have an influence on the quality of jobs they create.  
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Entrepreneur and their Business 
 
• Motivation  
– pulled or pushed into 
entrepreneurship 
 
• Job Quality Preferences 
 – job characteristics valued by 
the entrepreneur themselves 
 
• Sector  
– high growth/low growth 
 
• Employment Creation 
Aspirations  
– plans to create jobs in the 
future 
 
• Business Size  
– smaller business more likely 
to be owner managed 
 
 
Job Quality:  a concept that describes the extent to which the characteristics of a job provide employment 
stability, opportunity for growth and optimum use of skills and discretion; all within a safe and transparent 





On reviewing the literature in the areas of job creation, job quality and entrepreneurship it is 
clear that there is a dearth of research integrating entrepreneurs, in their role as employers, into 
the job quality literature. As highlighted by Litwin and Phan (2013), entrepreneurs are faced 
with greater challenges in the creation of jobs than larger firms. Yet, entrepreneurship is used 
as a job creation strategy, while at the same time the creation of high-quality jobs is of high 
importance at a European Policy level. Furthermore, when examining the gender literature 
within both the job quality and entrepreneurship fields, it is evident that while there has been 
an increase in the number of women engaging in the labour market over the years, there are 
still significantly fewer women than men becoming entrepreneurs (OECD, 2019). 
Additionally, there are notable differences in the sectors in which women establish business 
Given the policy drive to improve job creation by promoting female entrepreneurship, there is 
little attention being paid to the quality of the jobs being created (Summers, 2015). As women 
set up businesses in sectors considered low growth (GEM, 2020a), the current literature offers 
the quality of jobs created by either male or female owned businesses. Entrepreneurship is 
being promoted globally as a job creation strategy and, in Ireland in particular, female 
entrepreneurship is being encouraged. At the same time, job quality is also a feature of EU 
strategy. Currently we have limited insight into the intersection of the literature on 
Entrepreneurship, Female Entrepreneurship and Job Quality. Therefore, this study aims to 
examine the influence of an entrepreneur’s gender on the quality of jobs they create, in order 












CHAPTER THREE: THE RESEARCH CONTEXT – 
ENTREPRENEURSHIP AND JOB QUALITY IN IRELAND 
 
3.1 Introduction 
As identified in the previous chapter, this study sets out to examine the influence of an 
entrepreneur’s gender on the quality of jobs they create. An understanding of entrepreneurship, 
female entrepreneurship and job quality in the Irish context is required before discussing the 
methodology and results. This chapter will situate Irish entrepreneurship in a global context. It 
will examine, with particular interest, the gender breakdown of entrepreneurs and job creation 
aspirations in the Irish context. Beyond entrepreneurship, the chapter will provide an overview 
of job quality in Ireland. While this study focuses on the influence of an entrepreneur’s gender 
on the quality of jobs they create, this data is not available and therefore gender differences in 
job quality among workers will be explored.  Furthermore, an outline of Ireland’s enterprise 
policy will be presented given the impact that policy is likely to have on supports given to 
entrepreneurs. Finally, there will be a discussion on the impact of Covid-19 on entrepreneurship 
and job quality. The data collection for this study took place prior to Covid-19 with the 
exception of one interview. The impact of the global pandemic will be taken into account in 
the discussion of the findings. 
 
 
3.2 Entrepreneurship in a Global Context 
The Global Entrepreneurship Monitor Global Report for 2019/2020 argues that 
entrepreneurship is an essential driver of economic growth (GEM, 2020b). This is further 
supported by the 2018 Global Entrepreneurship Index report which suggests that entrepreneurs 
improve both economies and people’s lives. They do so through job creation as well as 
developing solutions and creating technology that solve problems and improve efficiency (Ács 
et al. 2017). Highlighting just how significant SMEs are to economies and societies globally, 
the OECD (2018) noted that 99% of all firms in OECD countries are SMEs. They suggest 
SMEs account for up to 45% of total employment and 33% of GDP in emerging economies. 
While entrepreneurship is important worldwide, its contribution and growth in individual 
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countries or regions vary. GEM (2020b) note how entrepreneurship does not exist in a vacuum 
and highlights the importance of policymakers in the success of entrepreneurship in an 
economy. In an attempt to measure the impact of entrepreneurship worldwide, the Global 
Entrepreneurship Index (GEI) has been established. The index measures fourteen components 
of the entrepreneurship ecosystem; opportunity perception, start-up skills, risk acceptance, 
networking, cultural support, opportunity start-up, technology absorption, human capital, 
competition, product innovation, process innovation, high growth, internationalisation and risk 
capital. Ács et al. (2017) summarise some key trends identified through the GEI. The Asia-
Pacific, Middle East and North Africa and South/Central America and the Caribbean regions 
demonstrate strength in product innovation. Europe scores high in technology absorption, 
internationalisation and start-up skills, while North America performs strongest in opportunity 
perception and risk acceptance. Overall, the GEI for 2018 ranked the United States at number 
one in the world for entrepreneurship followed by the remainder of the top ten; Switzerland, 
Canada, the UK, Australia, Denmark, Iceland, Ireland, Sweden and France. This is illustrated 
in table 3.1. 
 
 
Table 3.1: Top Ten Countries in the Global Entrepreneurship Index 2018 
 
Country GEI Rank 2018 
United States 1 
Switzerland 2 
Canada 3 












3.3 Entrepreneurship in the Irish Context  
As identified, Ireland ranks 8th on the GEI. This index looks at 137 countries across the world. 
The report also identified opportunity start-up (entrepreneurs being motivated by opportunity 
rather than necessity), competition and product innovation as the country’s strongest areas with 
networking being by far its weakest component (Ács et al. 2017). Given Ireland’s ranking in 
the GEI it is worth referring to some of its key enterprise strategies at this point. The 
Department of Jobs, Enterprise and Innovation (2014) highlighted the importance of 
Entrepreneurship to the Irish economy in its National Policy Statement on Entrepreneurship in 
Ireland. The statement champions entrepreneurship as a crucial feature of a thriving economy. 
In 2018 when launching the Enterprise 2025 Renewed strategy, the Department of Business, 
Enterprise and Innovation, again placed emphasis on entrepreneurship with a focus on 
developing Irish owned enterprises (Department of Business, Enterprise and Innovation, 
2018a). The report sets out to embed resilience in the country’s enterprise base, enhance 
productivity and deliver quality jobs. The importance of SMEs to the Irish economy is also 
supported by the OECD. Having conducted a review of SME and Entrepreneurship Policy in 
Ireland, the OECD (2019) has highlighted that fact that SMEs are a critical pillar of the Irish 
economy. The report stated that there were almost 250,000 active enterprises in Ireland in 2016. 
As illustrated in table 3.2, effectively all of these enterprises were SMEs. In particular, the 
share of micro-enterprises is significant at 92% and is slightly above the OECD average of 
90%.  
 







Micro Enterprise Less than 10 92% 
Small Enterprise 10-49 6.8% 
Medium Enterprise 50-249 1.2% 





The contribution of entrepreneurship to the economy in terms of job creation is illustrated in 
the Global Entrepreneurship Monitor (GEM) annual report for Ireland 2019. The report claims 
that 36,300 individuals were considered new business owners in Ireland that year, 90% of 
whom expect to have employees within the first five years. Furthermore, 30% of these business 
owners expect to have ten or more jobs in five years and to increase jobs by 50%. OECD (2019) 
notes that data for 2015 showed that the share of employer enterprise start-ups in Ireland was 
3.5%. This was significantly lower than the OECD average of 8.9%. However, as illustrated in 
figure 3.1, in 2019, it is reported that 24% of new businesses had ten or more employees. A 
further 26% had between two and nine employees, while 22% had one employee and 28% had 
none (GEM, 2020a). The Global Entrepreneurship Monitor report also highlighted that the rate 
of early-stage entrepreneurial activity observed in 2019 was at its highest ever with over 3,000 
people starting a new business every month.  
 
 
Figure 3.1: Breakdown of Number of Employees in New Businesses in 2019 (Data sourced from GEM, 
2020a). 
 
When looking at the types of businesses established in Ireland, statistics show that Irish SMEs 
are not very active in international markets. According to GEM (2020a), a large share of new 
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does highlight that a great majority are serving customers nationally rather than in their local 
area. The OECD (2019) supports the sentiment that Irish businesses tend to be domestically 
orientated. They highlight that in 2015 only about 6% of Irish SMEs traded across borders. 
Furthermore, a high share of those who were involved in exporting only traded with the UK 
market. A key feature of both Enterprise 2025 Renewed and Future Jobs Ireland 2019, is 
strategy to enhance international activity of Irish SMEs. Exports are a component of 
productivity, which the OECD (2019) claims is stagnant in Ireland. They suggest Irish SME 
policy should be focusing on improving management practices, introducing newer capital stock 
and production techniques, as well as increasing the share of SMEs who are engaging in 
exporting. 
 
Given the domestic orientation of Irish SMEs, it is important to look at the industries in which 
the owners of new SMEs are establishing. The Global Entrepreneurship Monitor report for 
2019 shows that new businesses were set up relatively evenly across sectors with 37% in 
consumer services, 32% in the extractive and transformative sectors (including construction 
and manufacturing) and 31% in business services. While newly established businesses are 
spread relatively evenly, almost half (49%) of early stage entrepreneurs are setting up in the 
consumer service sector, with 29% in the business services, and 22% in extractive and 
transformative sectors. The report categorises new business owners as those who have started 
a new business between January 2016 and June 2019 and have paid salaries for at least three 
months. Early stage entrepreneurs refer to those who are either planning a start-up or have 
started but have not paid salaries for more than three months. It is clear that the services sectors 
are by far the most popular among Irish entrepreneurs. This is supported by data from the Irish 
Central Statistics Office which shows that 51.1% of active SMEs are in the services sector, 
21.2% in construction, 17.9% in distribution, 6.9% in industry and 3% in financial and 
insurance (CSO, 2017). The OECD (2019) report that high-growth firms are important for the 
economy as “enterprises that grow rapidly over a short period of time, are a major source of 
job creation”. The aforementioned data indicates that a majority of Irish SMEs are not being 
established in the high-growth sector. According to a report from ForFás (2014) while there 
has been very little research done on high growth firms in Ireland, between 2002-2011, while 
these firms only accounted for 4.5%-6.3% of firms, they created between 33% - 45% of new 
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jobs. GEM (2020a) notes how only 10% of new businesses have set up in the medium or hi-




Figure 3.2: Sectoral Focus of New Business Owners and Early Stage Entrepreneurs in Ireland in 2019 
(Data sourced from GEM, 2020a). 
 
 
In addition to sector, it is important to look at the location, age and education levels of the Irish 
entrepreneurship profile. An interesting aspect of the profile of Irish SMEs is that business 
start-up rates vary significantly across Ireland. The OECD (2019) points to start up rates being 
high in two main cities, Dublin and Cork, while significantly lower across the rest of the 
country. Similarly, GEM (2020a) highlights that 29% of new business owners in 2019 were 
resident in Dublin, with a total of 48% in the Dublin, Mid-East and South-East region. 34% of 
business owners were resident in the West, Mid-west and South-west region with only 18% 
resident in Border Midlands. When looking at the age profile of new business owners in Ireland 
in the GEM report there appears to be a spread with 30% aged between 18 and 29, with a 
further 46.5% aged between 30 and 49 years. Finally, in terms of education, Ireland’s early 
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beyond secondary school level (GEM, 2020a). This education level in Ireland is reflective of 
the broader population and not specific to entrepreneurs. While education levels are high 
among entrepreneurs in Ireland, the OECD (2019) has pointed to a weakness to the set of 




3.4 Gender Breakdown of Entrepreneurship in Ireland 
While having an overview of entrepreneurship in Ireland by sector, age and education is 
imperative, of particular importance to this study is the gender breakdown of entrepreneurs in 
Ireland. The report conducted by the OECD (2019) on entrepreneurship in Ireland suggests that 
a particular emphasis should be placed on facilitating entrepreneurship among women, youth 
and migrants. This is due to the fact that these groups are underrepresented in the 
entrepreneurship field in Ireland. In addition, The Global Entrepreneurship Monitor report for 
Ireland in 2019 also noted that while there was increase in the rate at which both men and 
women were starting new businesses, the rate for men increased more strongly than it did for 
women (GEM, 2020a). As indicated in table 3.3, 68% of new business owners in 2019 were 
male in comparison to 32% who were female. The table also indicates while aspirations to 
create jobs is high among both male and female entrepreneurs, it is stronger for men. Not only 
is the aspiration stronger for men, but the gap in aspirations widens when looking at aspirations 
to create ten or more jobs in five years. 39% of male and 24% of female entrepreneurs held 
such aspirations. Furthermore, when it comes to new business owners and international 
markets, only 15% of women have more than 25% of their business’ revenue from overseas in 
comparison to 30% of men. As previously mentioned, presence in overseas markets is one 









Table 3.3: Gender Breakdown of New Business Owners in 2019 
 Men Women 
Individuals who were considered New Business 
Owners in 2019 
68% 32% 
Aspire to create any jobs within 5 years 81% 74% 
Aspire to create more than 10 jobs within 5 years 
and to increase jobs by 50% 
39% 24% 
Have more than 25% of revenue from overseas 30% 15% 
                                                                                    (GEM, 2020a) 
 
Beyond the differences in job creation aspirations between male and female entrepreneurs in 
Ireland, there is a marked difference in the sectors men and women establish their business in. 
GEM (2020a) highlights that men and women are clearly starting different businesses. The 
sectoral breakdown of entrepreneurship by gender is outlined in table 3.4 and illustrated in 
figure 3.3. It shows that the majority of businesses started by women are focused in consumer 
services (60%), while less than half (43%) of men enter this sector. A quarter of women have 
established their business in business services, with few setting up in the extractive and 
transformative sectors (16%). While overall fewer entrepreneurs establish in the medium/high 
tech sector, only 4% of female entrepreneurs position themselves there in comparison to 12% 
of men.  
 
 
Table 3.4: Gender Breakdown of New Business Owners in 2019 by Sector 
 Men Women 
Consumer Services 43% 60% 
Business Services 31% 24% 
Extractive and Transformative 26% 16% 
Medium/High Tech 12% 4% 
 







Figure 3.3: Gender Breakdown of New Business Owners in 2019 by Sector 
 
 
It is clear from the available data that there are fewer female than male entrepreneurs in Ireland. 
In addition, there is a notable difference in growth aspirations and the sectoral focus between 
both genders of business owners. GEM (2020a) also illustrates differences in aspirations to 
start a business with 23% of men and 15% of women aspiring to start a business in Ireland. 
While participation rates of women in entrepreneurship are clearly lower than men, it is also 
important to note that the situation in Ireland is not very different to Europe. In a policy briefing 
on women’s entrepreneurship, the OECD/European Union (2017) highlight that women are 
under-represented among the population of entrepreneurs across most of Europe. The briefing 
further notes that women tend to operate smaller businesses than men, in sectors with lower 
potential for generating a high and sustainable income such as personal services. In addition, 
the report highlights possible explanations for the situation of female entrepreneurs. It identifies 
challenges women are faced with that their male counterparts do not necessarily come up 
against, including; smaller entrepreneurial networks, cultural attitudes, greater difficulty in 
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frameworks that discourage women from embarking on entrepreneurship. In addition, Future 
Jobs Ireland (2019) identified the cost and availability of high-quality Early Learning and Care 
as a barrier to female participation in the Irish labour market. It could be argued that this is also 
a barrier for women who wish to set up their own businesses. Furthermore, it could potentially 
influence the sector in which female entrepreneurs operate with suggestions in the literature 
that women choose their type of businesses while giving heavy weight to their home situation 
(Kirkwood, 2009; Dawson and Henley, 2012).   
 
 
3.5 Job Quality in Ireland 
As job quality is of particular interest in this study, it is important to understand the job quality 
situation in Ireland. The Irish government has referred to job quality over the last number of 
years through the launch of both Enterprise 2025 Renewed and Future Jobs Ireland. Existing 
research on where Ireland stands in relation to the rest of Europe when it comes to job quality 
is scarce due to its multi-dimensional nature. As identified in chapter two, there is no consensus 
around the definition and measurement of job quality. To add further complexity to this, while 
EU strategy is promoting job quality among its member states, there is a lack of consistency 
among how individual countries are operating. Piasna et al. (2019) argue that conceptual 
confusion, the absence of a shared definition and disagreement on how to establish a coherent 
comparative framework of indicators, hinders the efforts to promote job quality at a policy 
level. Despite these difficulties in making comprehensive job quality comparisons across EU 
countries, Eurofound did analyse trends in Europe in 2012 using their job quality framework. 
The framework, including earnings, prospects, intrinsic job quality and working time quality, 
is the model of job quality that was used to form the questions for both phases of the primary 
research in this study. The findings of the Eurofound study will be now discussed. 
 
Eurofound (2012) measured job quality across participants in the European Working 
Conditions Survey.  While this survey is currently on its seventh round, there have been no 
reports specifically focusing on job quality with comprehensive information on Ireland since 
2012. Four clusters of jobs were identified; high-paid good jobs, well-balanced good jobs, 
poorly balanced jobs and low-quality jobs. Figure 3.4 shows a comparison between the 
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percentage of individuals in each cluster in Ireland and the total of all countries. The data shows 
some interesting findings when looking at job quality in Ireland. When it comes to high-paid 
good jobs, Ireland has 32.2% of individuals in this cluster. Individuals in this cluster receive 
by far the highest earnings, as well as the highest levels of prospects and intrinsic job quality. 
They have the second highest level of working time quality. This is a large proportion for 
Ireland given that this cluster accounts for 13.6% of all individuals in Europe who participated 
in the survey. While having a high proportion of individuals in high-paid good quality jobs, 
Ireland has also a higher proportion of individuals in low quality jobs, 22.6% in comparison to 
the total of 20.2%. These jobs rank fourth across earnings, intrinsic job quality and prospects, 
while having better working time quality than those in poorly balanced jobs. It is important to 
note that prospects for this cluster are by far lower than the other clusters. The International 
Economic Development Council (2010) suggested that economic growth is becoming 
progressively divided, with high-wage jobs in the technology sector on one hand and low wage 




Figure 3.4: Comparison between the percentage of individuals in each cluster in Ireland and the total of 
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The Department of Public Expenditure and Reform (2019) published a staff paper which 
discusses the trends in quality of employment in Ireland. This report again identifies the issue 
of the absence of an internationally agreed definition of quality of employment; however, it 
assesses four broad related areas; occupation, tenure, hours and income. Of particular interest 
in this report is the fact that it, along with Eurofound (2012), reinforces the concerns 
highlighted by the International Economic Development Council (2010) that jobs are becoming 
progressively divided. The Department of Public Expenditure and Reform (2019) report shows 
that between 2007 and 2018 the income of managers, professionals and associate professionals 
has increased at a high rate, resulting in growing divergence between incomes received across 
occupation groups. Furthermore, the impact of education and sector on income is highlighted. 
Individuals with a post-graduate qualification earn over double that of people with second level 
education or below. Within the services sectors, those in ICT and Finance earn double that of 
the rest of the sector. In terms of working time, the report from the department noted an increase 
in the proportion of part-time employment between 2007 and 2018. This increase is particularly 
in Admin, Caring and Sales roles in the Accommodation and Food Sector. Moreover, while 
90% of all occupations are employed on a permanent contract, the report comments on a higher 
proportion of temporary employment is seen in Accommodation and Food Services, Education 
and Administrative and Support Service activities. This is contributing to what Goos et al. 
(2009) refer to as job polarisation, with a disproportionate increase in high-paid and low-paid 
employment.    
 
As previously mentioned, the available information on jobs in Ireland indicates a growing 
divide between high and low incomes. This divide creates gendered labour market 
segmentation as workers engaged in non-standard, low quality employment are predominantly 
female (OECD, 2012). This is supported by O’Sullivan et al. (2015) who found that women 
are more likely to work part-time hours than their male counterparts in the retail, 
accommodation/food, health and education sectors. When looking at the Eurofound (2012) 
data, there is a clear difference between men and women and the clusters in which they are 
focused. These differences are illustrated in figure 3.5. While the percentage of male and 
female individuals in Ireland in low quality jobs as per the Eurofound framework is equal, there 
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are some clear differences in other categories. 40.7% of men are in high paid good jobs in 
comparison to only 22.6% of women. Notably more women (41.5%) than men (17.5%) are in 
the well-balanced cluster of jobs where the highest value is in working time quality. People in 
this cluster tend to have lower earnings but rank second highest when it comes to intrinsic job 
quality and prospects.  Finally, more men than women are in the poorly balanced cluster which 
ranks the lowest in working time quality and the second highest in terms of earnings. These 
statistics support the proposals in the literature that job quality and precarious work are 
gendered in nature. Findlay et al. (2013) suggest the definition of high job quality may vary 
depending on gender and how important it is to individuals to have a balance between work 
and life circumstances. Regardless of the measures of job quality, O’Connor (2009) highlights 
that women amount to a higher proportion of employees in low pay/low productivity jobs in 
Ireland. This is supported by the Eurofound (2012) data. In addition, she comments that the 
gender pay gap is at its optimum in these types of jobs.  
 
 
Figure 3.5: Percentage of male and female individuals in each cluster - Ireland 
(Data sourced from Eurofound, 2012). 
 
 
With the Department of Jobs, Enterprise and Innovation (2014) highlighting the importance of 
entrepreneurship in creating jobs, there has been little examination of the quality of jobs they 
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the difference in quality of the jobs that male entrepreneurs create as opposed to female 
entrepreneurs. Understanding the context of both entrepreneurship and job quality in Ireland is 
important in setting the context to this study. An understanding of enterprise policy in Ireland 
is also warranted as it underpins the available supports to entrepreneurs. 
 
 
3.6 Enterprise Policy in Ireland 
There are a number of different strategies that feed into enterprise policy in Ireland. Following 
a review of SME and Entrepreneurship policy in Ireland, the OECD (2019) recommends that 
Ireland should streamline its enterprise policies. There are several policy components in Ireland 
which leads to lack of clarity on the objectives of the Government when it comes to SMEs and 
entrepreneurship. For the purpose of this study, there are four key components of policy that 
are of interest; job quality, job creation, female entrepreneurship and supports for 
entrepreneurs. These will be discussed in the subsequent sections. The following policy 
documents will be discussed in the subsequent sections; Enterprise 2025 Renewed, Future Jobs 
Ireland 2019, the Action Plan for Jobs 2018 and the Enterprise Ireland Action Plan for Women 
in Business 2020. Furthermore, section 3.6.4 goes into detail on the five main organisations 
that are important in supporting enterprise policy in Ireland; Enterprise Ireland (EI), Local 
Enterprise Offices (LEOs), Science Foundation Ireland (SFI), InterTradeIreland and Bord Bia 
(OECD, 2019).  
 
3.6.1 Job Quality  
Job quality enhancement has been an implicit aim of the Europe 2020 strategy (Eurofound, 
2017), as well as the European Pillar of Social Rights (European Commission, 2017). While 
these may be the most recent, Eurofound (2012) highlights that the idea of ‘more and better 
jobs’ has come to the fore since the introduction of the European Employment Strategy in 1997 
and subsequently the Lisbon Growth and Jobs strategy in 2000. The strategies have continued 
to evolve in recent years with job quality now being at the fore of employment strategies in 
Europe. As a member state of European Union, Ireland’s various enterprise strategies have 
made reference to job quality also. In setting out the Enterprise 2025 Renewed strategy in 2018, 
the Department of Business, Enterprise and Innovation state that enterprise policies will “take 
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into account the multi-dimensional aspects that define quality, including: ensuring 
opportunities for advancement through workplace learning and development; ensuring that 
people are educated and trained to meet the needs of enterprise availing of the range tertiary, 
apprenticeship and training options; recognising the opportunities presented by 
entrepreneurship as an alternative career path; and ensuring a system that facilitates flexibility 
without exploitation”. More specifically, the department launched the Future Jobs Ireland 
strategy in 2019 aiming to increase the quality of jobs that will allow for better living standards 
and to encourage sustainable jobs which will be less vulnerable to loss. 
 
The Future Jobs Ireland report signals vulnerabilities in the domestic economy such as 
declining productivity levels in SMEs as well as skills deficits and labour availability. Brexit 
is identified as a challenge, in addition to an over reliance on a small number of export markets, 
foreign direct investment source markets and sectors which are considered value-added. While 
at the outset, the report indicates that job quality is to the fore, the emphasis appears to be 
placed on improving Irish business performance in international markets and high growth 
firms. Five pillars of focus identified in the report include; embracing innovation and 
technological change; improving SME productivity; enhancing skills and developing and 
attracting talent; increase participation in the labour force; and transitioning to a low carbon 
economy (Department of Business, Enterprise and Innovation, 2019). Job quality is again 
mentioned in the then Taoiseach’s foreword in the Action Plan for Jobs 2018. In it he identified 
the creation of quality jobs as a priority, stating that ‘people who work hard feel the benefits in 
their pockets’. Attracting high quality talent, becoming global innovation leaders, diversifying 
exports, driving productivity and creating jobs are all strategic goals that underpin the Action 
Plan for Jobs (Department of Business, Enterprise and Innovation, 2018b).  
 
3.6.2 Job Creation 
The Action Plan for Jobs 2018 identified job creation as a key goal in enterprise policy. It is 
also identified in the Future Jobs Ireland programme and Enterprise 2025 Renewed. The aim 
set out in the Action Plan for Jobs was that 200,000 additional jobs would be created by 2020, 
with a key priority being that all parts of the country achieve their potential in terms of job 
creation (Department of Business, Enterprise and Innovation, 2018b). There is 
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acknowledgement in Enterprise 2025 Renewed that while Ireland has strong numerical targets 
for job creation, that job quality cannot be lost (Department of Business, Enterprise and 
Innovation, 2018a). The Global Entrepreneurship Monitor report notes that entrepreneurs are 
valued across the world for a number of reasons, one being their job creation potential (GEM, 
2020b). It is clear that policy in Ireland is placing emphasis on high potential start-ups in terms 
of enterprise development. Enterprise 2025 Renewed sets out a number of targets that focus on 
establishing and growing high potential businesses as well as growing indigenous exports 
(Department of Business, Enterprise and Innovation, 2018a). With specific types of enterprises 
being a focus of enterprise policy, the reality is that not all businesses are likely to benefit from 
initiatives. As previously indicated, a majority of entrepreneurs in Ireland have aspiration to 
create jobs, while very few are establishing in the medium/high tech sector and approximately 
half of new businesses do not operate in an international market (GEM, 2020a).   
 
3.6.3 Female Entrepreneurship 
The third aspect of policy that is of interest to this study is that of female entrepreneurship. The 
European Commission (2016) has announced that they are working with EU countries in 
promoting and supporting female entrepreneurship. As a result of the Action Plan for jobs 
2012, Enterprise Ireland set up a Female Entrepreneurship Unit to support female entrepreneurs 
to grow scalable businesses (Enterprise Ireland, 2014). While Bosse et al. (2012) suggest that 
there is gender bias among providers of capital, which inhibits women in getting the finance 
they need to begin and fuel the growth of their firms; Enterprise Ireland has made it a priority 
to enable female entrepreneurs to strengthen their business potential. More recently, Enterprise 
Ireland launched an Action Plan for Women in Business in 2020. It identifies four key 
objectives; increasing the number of women-led established companies growing 
internationally; increasing the number of women in middle and senior management and 
leadership roles in Irish companies; increasing the number of women that are becoming 
entrepreneurs; increasing the number of women led start-ups with high growth potential 
(Department of Enterprise Trade and Employment, 2020). There are a range of different actions 
that accompany the objectives set out in the plan. Some supports include ensuring an increase 
in engagement between Enterprise Ireland and women-led enterprises, explore financing 
options for women, promoting female founders, mentors and investors, develop a national 
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network of role models and working with the Local Enterprise Offices to develop and grow 
female entrepreneurship in every county.  
 
The discussion in previous sections of this chapter showed that enterprise policy is promoting 
high potential start-up businesses. At the same time statistics from the Global Entrepreneurship 
Monitor show that very few women are setting up in these types of industries. This is supported 
by O’Gorman (2014) who proposes that Irish entrepreneurship policy is focused on developing 
‘high-potential start-up’ ventures. Conversely, Browne et al. (2007) note that the Irish 
economic model promotes a male-oriented business model. While Enterprise Ireland is trying 
to encourage female participation in high potential start-ups, McGowan et al. (2012) argue 
women take a different entrepreneurial journey to men as they seek a balance between their 
business and home lives. This does raise the question as to whether there should be a more 
flexible approach to the encouragement of female entrepreneurship. 
 
3.6.4 Support for entrepreneurs 
Stemming from enterprise policy, there are a number of organisations responsible for providing 
support to enterprises in Ireland. The OECD have identified five key organisations that are 
important in supporting enterprise policy in Ireland; Enterprise Ireland (EI), Local Enterprise 
Offices (LEOs), Science Foundation Ireland (SFI), InterTradeIreland and Bord Bia (OECD, 
2019). These organisations are under the remit of the Department for Business, Enterprise and 
Innovation. Table 3.5 outlines the overarching objective and types of support provided by each 
organisation. 
 
Table 3.5: Organisations who support Enterprise Policy in Ireland 
 Purpose Supports 
Enterprise Ireland 
Responsible for the development and 
growth of Irish enterprises in world 
markets. They work in partnership with 
Irish enterprises to help them start, 
grow, innovate and win export sales in 
Financial and non-financial 
supports to high-potential 
start-ups, and innovative 
SMEs with export potential. 
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global markets (Enterprise Ireland, 
2020) 




Provides advice, information and 
support to entrepreneurs in starting up 
or growing their business (LEO, 2020) 
Financial and non-financial 
supports to micro 
enterprises with fewer than 
10 employees in 




Conducts research that promotes and 
assists the development and 
competitiveness of industry, enterprise 
and employment in Ireland (SFI, 2021) 
Invests in research that is 
likely to generate new 
knowledge and 
collaborative research 
engagement with enterprise. 
InterTrade 
Ireland 
Support small businesses in Ireland and 
Northern Ireland explore new cross-
border markets and develop new 
products and services 
(InterTradeIreland, 2021) 
Financial and non-financial 
support geared towards 
cross-border trading. 
Bord Bia 
To bring Ireland’s outstanding food, 
drink and horticulture to the world, thus 
enabling growth and sustainability of 
producers (Bord Bia, 2021) 






3.7 Covid-19 – A Global Pandemic 
Enterprise policy and the impact of entrepreneurship to an economy can be thrown off course 
by various economic events. One recent event that has had an impact on the economy is the 
health crisis posed by Covid-19. On the 11th of March 2020 the World Health Organisation 
(WHO) declared the Covid-19 virus as a global pandemic (World Health Organisation, 2020). 
The pandemic resulted in countries all over the world enter various forms of lockdowns. This 
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involved closing schools and non-essential businesses in an effort to slow the spread of the 
virus. Nearing full employment prior to the pandemic, the measures necessary during Covid-
19 had a significant impact on Ireland’s employment rates. On June 8th, 2020, 543,200 people 
were in receipt of the Pandemic Unemployment Payment (PUP) (Department of Social 
Protection, 2020). According to CSO (2020) the unemployment rate in Ireland went from 4.7% 
in November 2019 to 7.5 in November 2020. When adjusted for all people, including those on 
PUP, the unemployment rate was 21%. While the impact on unemployment has been 
detrimental, not all businesses have suffered due to Covid-19. GEM (2020c) highlights that 
there are many faces to entrepreneurship and the impact of the pandemic on businesses has 
varied depending on sector and markets served. In agreement, a report by the ESRI has 
indicated that the impact of the pandemic has varied across businesses with domestic-focused 
sectors, along with arts, entertainment, accommodation and hospitality having suffered 
severely. At the same time certain export sectors, in particular pharmaceutical, have grown 
(ESRI, 2020). While some sectors have thrived and for some entrepreneurs Covid-19 has 
presented an opportunity, overall it is likely that an increase in exits of established businesses 
will be seen (GEM, 2020c).  This is despite the variety of financial supports in terms of loans, 
grants and vouchers that the Irish Government has made available for Irish businesses 
(Department of Enterprise, Trade and Employment, 2021). Finally, for sectors who did not 
have to let employees go during Covid-19, there was a sharp rise in remote working. Eurofound 
(2020) found that over 40% of employees worked exclusively from home during the pandemic. 
Early research suggests that remote working will remain post Covid-19. One study by 
McCarthy et al. (2020) 92% of people who worked from home during the pandemic want to 
continue doing so some or all of the time. This is supported by Harnett and Kieran (2020) who 
found that 85.8% of managers reported that employees would prefer a blend of working from 
home and onsite. While it is too early to know the exact impact the pandemic has had on 







This chapter demonstrates that in both a global and Irish context, entrepreneurship is 
considered a key driver of economic growth. While Ireland ranks eight in the Global 
Entrepreneurship Index, the Global Entrepreneurship Monitor shows that approximately half 
of new businesses are focused on the domestic market and very few entrepreneurs are setting 
up in the medium/high tech sectors. On reviewing the policies supporting entrepreneurs in 
Ireland, it is clear the Government are placing great emphasis on high potential businesses with 
intentions to export or manufacture. Beyond entrepreneurship in general, the chapter illustrated 
that women are underrepresented among entrepreneurs in Ireland. Job creation aspiration of 
female entrepreneurs are lower than their male counterparts as well as their tendency to attain 
revenue from international markets. There is also marked difference in the types of sectors 
women set up in, with the majority focusing on service sectors. It is clear from a review of 
policy that the Irish Government and its relevant organisations have a number of strategies 
focused on supporting female entrepreneurs, in particular, those wanting to establish high-
potential businesses. Finally, a review of Irish policy  documents has indicated the difficulty in 
measuring job quality with the absence of an internationally agreed definition, while Eurofound 
(2012) noted that while Ireland has a higher than average share of individuals in high paid good 
quality jobs, there is also a higher than average share of individuals in low quality jobs. This 
increasing divide is even greater when comparing male and female workers, with far more male 
employees in high paid good quality jobs. While enterprise policy makes specific reference to 
job quality in a number of different strategies, the lack of specific measurable actions and the 
non-existence of a clear definition of the concept make it difficult to see the impact these 
references will have. This concern is heightened given the impact of Covid-19 on 










CHATER FOUR: RESEARCH METHODOLOGY 
 
4.1 Introduction 
This chapter will outline the purpose of this research, giving a detailed breakdown of the 
research objectives. It will explain the research philosophy chosen for this study, giving an 
insight into the rationale for choosing the specified research methods. The research process 
undertaken for this study will then be detailed with a discussion on instrument design, sampling 
approach and data analysis. Concerns regarding the research reliability and validity will be 
addressed, followed by a discussion of the research limitations and ethical considerations. 
 
 
4.2 Research Purpose 
At both a European and national level there has been a drive for entrepreneurship in a bid to 
create jobs, accompanied by a specific attempt at attracting female entrepreneurs. This strategy 
is co-existing with efforts to promote the creation of good quality jobs. Despite the potential 
for both strategies to complement one another, there has been very little insight as to how these 
strategies are linked.  Therefore, the overarching aim of this research is to examine the extent 
to which the gender of an entrepreneur influences the quality of the jobs they create. This has 
been examined through the investigation of a number of research objectives to be achieved 
through different methodological approaches. Table 4.1 provides an overview of the research 
objectives and the corresponding research question. 
 
4.2.1 Research Objectives 
Emerging from the literature, the first research objective of this study is to identify if male and 
female entrepreneurs place different values on the various job quality dimensions. As identified 
in the literature review, there is a suggestion that the perception of job quality can differ 
between men and women due to the different life circumstances they face. Piasna and Plagnol 
(2017) agree suggesting that women are more likely to trade aspects of job quality, such as 
career advancement and job security, in exchange for work arrangements that will suit their 
non-work lives more. When examining overall job quality, using an unweighted average of six 
dimensions (wages, nonstandard forms of employments, work time and work life balance, 
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working conditions and job security), Leschket and Watt (2013) found very little difference. 
However, when they broke findings down into specific dimensions, they found considerable 
differences with men faring better in the areas of pay, work arrangements and career 
development. Using the Eurofound (2012) Job Quality Framework to measure job quality, 
entrepreneurs have been asked which job quality characteristics they value, under the four main 
dimensions of job quality: earnings, prospects, intrinsic job quality and working time quality. 
This information will enable the investigation of the relationship between gender preferences 
in perceived job quality and job quality created by each gender. 
 
The second research objective of this study is to establish whether or not motivations to become 
an entrepreneur are gendered in nature. Suggestions in the literature indicate that very often 
entrepreneurs are more likely to succeed in growing successful businesses if they are seeing an 
opportunity and taking advantage of it rather than embarking on entrepreneurship as an 
alternative to unemployment (Kirkwood, 2009; Congregado et al. 2010). Furthermore, when it 
comes to job creation, Bygrave et al. (2003) suggest that those pulled into entrepreneurship are 
more likely to set up businesses that will create jobs and positively contribute to economic 
growth. Among the push and pull arguments of entrepreneurship lies the suggestion of a 
difference existing between the motivations of men and women in setting up their businesses. 
Pardo-del-Val (2010) suggests that women are more likely to be pushed into entrepreneurship 
taking into consideration their non-work lives as a priority. This is supported by Terjesen and 
Szerb (2008) who argue that being a female business owner has a negative effect on the growth 
of the business. The participants of this study are entrepreneurs who are employers. With 
research indicating that entrepreneurial motivations are linked to job creation, then 
understanding the motive differences in those who are employers is important in order to 
ascertain if it has an impact on job quality. 
 
The third research objective is to determine if there are similarities or differences in job quality 
between male and female owned businesses. It is expected that differences will be found 
between male and female entrepreneurs in both their values placed on job quality dimensions 
and their entrepreneurial motivations. If such differences mean that women are more likely to 
be pushed into entrepreneurship creating less successful enterprises than men (Pardo-del-Val, 
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2010), then this suggests that the quality of the jobs created by these enterprises will be 
dependent on the entrepreneur’s gender. With women establishing less successful enterprises 
than men (Terjesen and Szerb, 2008) and with only 24% of female entrepreneurs in Ireland 
aspiring to create more than ten jobs in five years, the impact of this on the quality of jobs 
created by female entrepreneurs warrants examination.  
 
Finally, the fourth research objective is to examine the factors that account for similarities or 
differences in job quality in male and female owned businesses. Differences have been cited in 
the literature between genders when it comes to both perceptions of job quality and 
entrepreneurial motivations. This study aims to get a deeper insight into the factors that can 
contribute to the job quality difference. Litwin and Phan (2013) argue that a majority of 
entrepreneurs are likely to be deterred from offering good quality jobs due three characteristics 
of new business ventures; scale diseconomies, resource constraints and lack of institutional 
pressures. While all entrepreneurs are faced with these challenges despite their gender, Brooks 
et al. (2014) argue that women are at a further disadvantage as they face even deeper challenges 
in gaining investment in their ventures. Furthermore, a review of female entrepreneurship in 
Ireland and enterprise policy finds this to be the case. In Ireland only 16% of female 
entrepreneurs position themselves in extractive and transformative sectors, with only 4% in the 
medium/high tech sector. At the same time enterprise policy primarily supports only 
organisations who are considered high potential, with a focus on those who are manufacturing 
and exporting. This potentially excludes a large proportion of women from gaining financial 
support from the Government in establishing and growing their businesses, which in turn can 











Table 4.1: Research Objectives and Corresponding Research Questions 
 
Research Questions Research Objectives 
Do male and female entrepreneurs 
place different values on the 
various job quality dimensions? 
Identify if male and female entrepreneurs 
have place different values on the various 
job quality dimensions 
Are entrepreneurial motivations 
gendered in nature? 
Establish whether or not motivations to 
become an entrepreneur are gendered in 
nature 
What are the similarities and 
differences in job quality between 
male and female run businesses? 
Determine if there are similarities or 
differences in job quality between male 
and female owned businesses 
What factors account for 
similarities and differences in job 
quality in male and female owned 
businesses? 
Examine the factors that account for 
similarities and differences in job quality 





4.3 Research Process 
Having identified the research objectives of this study it is important to illustrate the research 
philosophy and approach that has been adopted. This will be done using the Research Onion 
(Figure 4.1) from Saunders et al. (2019) which provides an insight into the layers of a research 
strategy, outlining the world views, the research approach, methodological choices, research 
strategies, time lines and techniques. Figure 4.2 illustrates the research approach used for this 
study; a pragmatist research philosophy with an abductive research approach using both 
















4.3.1 Research Philosophy: Pragmatism 
Bell et al. (2019) argue that identifying a research philosophy in social science is crucial. They 
argue that if a researcher’s assumptions are not consistent with their research design, then it is 
likely to lead to issues with valuable knowledge creation. A research philosophy is essentially 
the beliefs and assumptions a researcher holds around the development of knowledge 
(Saunders et al. 2019). While there are a number of different research philosophies, the more 
traditional stance of researchers would be in one of two contrasting views: positivism/post 
positivism and constructivism/interpretivism (Morgan 2014). This study has been conducted 
with the underpinning of a non-traditional philosophy, pragmatism. Pragmatism originates in 
the work of philosophers Charles Pierce, William James and John Dewey, and strives to 
reconcile extreme views of traditional philosophies, focusing on the reality of a situation along 
with the development of practical actions as a result of research (Saunders et al. 2019). 
Pragmatism is a process of inquiry in which existing beliefs are investigated with a view to 
informing future actions (Morgan 2007, Morgan 2014). As such, a pragmatic researcher places 
the research question and problem as a focal point of the research. In addressing the research 
question in a way that will generate knowledge to inform action, a pragmatist will use all 
approaches necessary to understand the problem (Creswell and Creswell, 2018).  
 
Traditional research philosophies are often discussed in the context of ontology and 
epistemology. Ontology refers to the assumptions about the nature of reality, where 
epistemology focuses on the meaning and underlying assumptions of knowledge (Bell et al. 
2019). As mentioned previously, pragmatism attempts to reconcile extremes views of 
traditional philosophies and hence, is not committed to any one reality or set of beliefs 
(Creswell and Creswell 2018). While criticisms of pragmatism find it difficult to understand a 
pragmatists ontological and epistemological positions, Morgan (2014) notes that positions are 
not a concern for research underpinned by pragmatism. Morgan (2007) highlights that 
pragmatism advocates for methodology rather than epistemology to be the centre of a research 
strategy in order to produce meaningful knowledge that will lead to practical actions. While it 
has been argued that epistemology is not a concern for pragmatism, Saunders et al. (2019) have 
outlined where the philosophy lies under ontology and epistemology. They argue that with 
pragmatism, the nature of reality, or ontology, is complex, rich and focused on the practical 
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consequences of ideas, processes and experiences. They also suggest that practical meaning of 
knowledge in specific contexts, and knowledge that enables successful actions in solving 
problems, is what constitutes acceptable knowledge, or epistemology, for a pragmatist.  
 
A pragmatic philosophy was adapted for this study for a number of reasons. Firstly, chapter 
two identified a dearth of knowledge in the literature connecting job quality, entrepreneurship 
and female entrepreneurship. It also recognised that a vast majority of the job quality literature 
is centred around the employee and not necessarily taking the job creator into account. As 
pragmatism allows for a practical inquiry involving multiple views (Saunders et al. 2019), and 
this study aims to include the job creator as it is likely to have a practical influence on job 
quality, a pragmatic approach has been chosen. Secondly, it is also hoped that study will lead 
to important knowledge to inform policy that has the potential to result in actions that can 
impact job quality for individuals. 
 
4.3.2 Approach to Theory Development: Abduction 
In addition to a research philosophy, approaches to theory development are also important in a 
research strategy. Saunders et al. (2019) identify three different approaches to theory 
development; deduction, induction and abduction. Deduction starts with a literature review and 
involves testing an existing theory. Induction starts with data collection and focuses on theory 
building. Abduction focuses on generating new or modified theories which are subsequently 
tested through data collection. Yvonne Feilzer (2010) identifies the abductive process as central 
to pragmatism. In agreement, Morgan (2007) describes the abductive reasoning that occurs in 
a pragmatic approach as a back and forth between induction and deduction. He argues that 
observations are converted into theories and then those theories are assessed through action. 
This is the process that this study has undergone. The observations in the literature about the 
precarious nature of sectors women establish their businesses in led to a hypothesis that there 
would be differences in job quality between male and female owned businesses. Remaining 
true to the philosophy of pragmatism, this study not only sought to identify differences, but to 





4.3.3 Methodological Choice  
As identified previously, a pragmatist will choose research methods that are practical in 
addressing the research problem and question (Morgan 2007; Morgan, 2014; Saunders et al. 
2019). In support, Yvonne Feilzer (2010) suggests that pragmatism does not require a particular 
method or method mix for its research. Having identified the focus of this study and the 
requirement for a deeper insight, the overall research approach to this study is that of a mixed 
methods approach. Bryman and Bell (2011) point to the fact that a mixed method approach has 
become increasingly popular and accepted in the areas of business research and social sciences. 
Given the research objectives of this study, it has been decided that neither quantitative nor 
qualitative research alone would be sufficient in addressing the research question. While a 
quantitative approach may be able to establish if there are differences in job quality between 
male and female owned businesses, it will not give an insight into why such differences do or 
do not exist. That is why a qualitative approach is required to complement the first phase of the 
research by informing the initial findings. Therefore, this study has chosen a simple mixed 
method approach, as identified in the Research Onion in figure 4.1.  
 
Mixed Methods Research 
Creswell and Creswell (2018) highlight that mixed methods lies in the middle of a continuum 
between the qualitative and quantitative approaches. Furthermore, Edmonds and Kennedy 
(2017) suggest that mixed methods research enables a study to examine constructs at a deeper 
level than one or the other, which is why it has been chosen for this study. While conducting 
mixed methods research can be demanding on time required and the research skills available 
to complete the study, it can help answer questions that cannot be answered with only 
quantitative or qualitative research. It also encourages researchers to consider multiple 
worldviews or paradigms rather than those typically associated with opting for one approach 
(Creswell and Plano Clark, 2011). 
 
Explanatory Mixed Methods 
Within the mixed method theme of approaches, this study has adopted the explanatory mixed 
method in particular. Creswell and Creswell (2018) describe the explanatory method as one 
which involves two different phases of data collection and analysis conducted at different 
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times. In this study, the quantitative data has been collected and analysed in the first phase, 
using the results to plan the second phase which was qualitative in nature. This approach 
enables the data collected in the second phase to explain or clarify the results from the first 
phase (Edmonds and Kennedy, 2017). As this research is investigating the differences in job 
quality in male and female owned businesses, in order to inform policy and develop practical 
solutions, a deeper insight into potential reasons for these difference are required. It would not 
be enough just to establish a difference. Figure 4.3 shows that the two phases of field research. 
Bazeley (2012) highlights that once the data has been collected in each phase of mixed method 
research, flexibility and pragmatism about the design are required. Furthermore, Bell et al. 
(2019) argue that while there are assumptions in the literature that priority should be given to 
the quantitative data, there are times where qualitative data should be given the same weight 
or more. In this study, while the quantitative data focused on gender being a factor that 
influenced job quality, in order to get meaningful explanations of the results, the qualitative 
phase had to go beyond gender and explore business category also. Therefore, equal weight 
has been placed on both sets of data. The analysis of each phase has been integrated and 
presented in the form of the discussion chapter, chapter seven.  Each phase of research will be 
taken individually in order to discuss research strategies and techniques. 
 
Figure 4.3: Three Phases of this Study 
 
• Survey of Irish 
entrepreneurs who 
are employers





interviews of a 
sample of survey 
respondents





4.4 Phase 1 – Quantitative Research  
The first phase of the study has been used to test for a gender difference in preference of job 
quality dimensions, entrepreneurial motivations, and finally if there an entrepreneur’s gender 
influences the quality of jobs they create. Creswell and Creswell (2018) describe a quantitative 
approach to research as one where theories can be tested objectively by examining the 
relationship among variables. The approach allows statistical analysis of these variables and is 
often associated with a deductive approach to research (Saunders et al. 2019). As identified 
previously, a pragmatism facilitates a move back and forth between deductive and inductive 
approaches (Morgan, 2007). Adopting a quantitative approach for the first stage of this study 
allows observations that emerged from the literature review to be tested. The following are the 
three primary research questions central to phase one: 
 
1. Do male and female entrepreneurs place different values on the various job quality 
dimensions? 
2. Are entrepreneurial motivations are gendered in nature? 
3. What are the similarities and differences in job quality between male and female run 
businesses? 
 
Table 4.2 highlights the research questions and their corresponding hypotheses for the first 
phase of research. Each hypothesis is presented with both the null and alternative hypothesis. 
The null hypothesis (H0), proposes that there is no statistical differences among the items being 
tested. The alternative hypothesis (Ha) proposes that there is a statistical difference among the 










Table 4.2: Research Questions and Corresponding Hypotheses 
Research Questions Hypotheses 
Do male and female 
entrepreneurs place different 
values on the various job 
quality dimensions? 
H0 - There is no difference in values placed on the various job 
quality dimensions between men and women 
 
Ha - There is a difference in values placed on the various job quality 
dimensions between men and women 
 
Are entrepreneurial 
motivations gendered in 
nature? 
H0 – External motivations to become an entrepreneur are not 
gendered in nature 
Ha – External motivations to become an entrepreneur are gendered 
in nature 
 
H0 – Internal motivations to become an entrepreneur are not 
gendered in nature 
Ha – Internal motivations to become an entrepreneur are gendered 
in nature 
What are the similarities and 
differences in job quality 
between male and female run 
businesses? 
H0 - There are no differences in the job quality characteristics 
between male and female run businesses 
Ha - There are differences in the job quality characteristics between 
male and female run businesses 
 
Pay 
H0 - There are no differences in the payment of employees between 
male and female run businesses 
Ha - There are differences in the payment of employees between 
male and female run businesses 
 
Prospects 
H0 - There are no differences in prospects between male and female 
run businesses 
Ha - There are differences in prospects between male and female 
run businesses 
 
Intrinisc Job Quality 
H0 - There are no differences in intrinsic quality for employees 
between male and female run businesses 
Ha - There are differences in intrinsic quality for employees between 
male and female run businesses 
 
Working Time 
H0 - There are no differences in employee working time between 
male and female run businesses 
Ha - There are differences in in employee working time between 





4.4.1 Research Strategy 
Saunders et al. (2019) identify a number of different research strategies available to 
researchers, namely; experiments, surveys, archival and documentary research, case studies, 
ethnography, action research, grounded theory and narrative inquiry. In order to establish a 
relationship between job quality and the gender of an entrepreneur, a survey questionnaire was 
deemed the most suitable method in answering these three research questions. O’ Gorman and 
MacIntosh (2017) describe surveys as a structured method of asking different respondents the 
same questions in the same order. The collated responses then become a database of answers 
for analysis. Provided survey questionnaires are designed appropriately, there are a number of 
benefits to using them. Bell et al. (2019) note how self-completion questionnaires are cheaper 
and quicker to distribute as well as tending to be more convenient for respondents. 
Furthermore, Adams et al. (2014) identify the critical issue of representativeness with 
questionnaires. Questionnaires are more convenient for targeting larger numbers of 
respondents and are more suitable for closed questions (Saunders et al. 2019). A self-
completion questionnaire was suitable for this study as in testing observations made about job 
quality, primarily closed questions were required. Furthermore, it was important to get a good 
representation across responses of both male and female entrepreneurs.  
 
4.4.2 Design of Research Instrument 
Given the adoption of the Eurofound (2012) Job Quality Framework of job quality for this 
study, the job quality aspect of the survey questionnaire has been based on the questions used 
in the Eurofound Job Quality Report. These questions had to be adjusted because they are 
asking employees about their experiences, however, the purpose of this survey was to attain 
the job creator’s perspective. For example, the Eurofound questionnaire asks employees to how 
much they agree or disagree with the following statement; “I might lose my job in the next 6 
months”. However, this study presents an alternative statement that would make sense to an 
employer, “I fear I might lose my business in the next 6 months”. The Eurofound questions 
were not sufficient alone. It was also important to this study to examine entrepreneurial 
motivations, business background and job creation. Therefore, there were four sections to the 
survey focusing on characteristics of the business owner, the business background, employee 
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conditions and business owner job quality and aspirations. Questions were formed in 
consultation with supervisors taking the findings from the literature review into consideration. 
The full questionnaire is available in appendix A. Table 4.3 shows an overview of the content 
of the survey and the accompanying rational.  
 
4.4.3 Pilot Phase 
Following survey design a pilot test of the instrument was conducted. Saunders et al. (2019) 
note the importance of pilot testing in order to refine questions and ensure that respondents 
understand the questions. Five business owners who were employers were approached to take 
part in this phase. Each business owner completed the questionnaire and engaged with the 
researcher to identify any questions that they either didn’t understand or weren’t comfortable 
answering. Changes were made accordingly before distributing the survey. Prior to the pilot 
test, the supervisors of the study were consulted during the survey design process. 
 
4.4.4 Sampling Approach 
The population of this study is Irish business owners who are employers. While an exact figure 
for Irish owned employer businesses is difficult to attain, GEM (2020a) notes that 90% of the 
36,300 new business owners in 2019 expect to become employers.  Due to GDPR regulations, 
support organisations such as Local Enterprise Offices and Enterprise Ireland, were unable to 
distribute the survey to their databases. Because of this, the target population became all Irish 
employer owned businesses listed on publicly available databases. The target population is a 
subset of the population that is more manageable to access (Saunders et al. 2019). A list of over 
3,600 businesses was manually compiled from publicly available business directories. These 
directories included localsearch.ie, Shannon Freezone, Irishbusinesslink,ie, Tralee.ie, The Mill 
Drogheda, Enniscorthy Enterprise and Technology Centre, Dungarvan Enterprise Centre, Base 
Enterprise Centre and Drinan Enterprise Centre. In addition, each business listed on each of 
the local Chamber of Commerce websites and those named on Enterprise Ireland’s website 
were also contacted. The list was refined to 3,000 businesses when obvious non-employers and 
closed businesses were removed. This became the sampling frame. It was difficult to ascertain 
if there were further non-employers and closed businesses in the database. Some Local 
Enterprise Offices and Chambers of Commerce branches also agreed to distribute the survey 
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in their newsletters. However, it is not possible to gain insight into how many responses were 
attained from such efforts. Given the unknown if this sample was representative, there was 
potential for high non-response rates (Saunders et al. 2019). A response rate of 10% was 
achieved with 300 responses. 
 
Convenience Sampling 
It was not possible to get access to an email address of every entrepreneur in Ireland who is an 
employer. Therefore, the approach taken in this study was to compile a database of contacts 
from publicly available sources as mentioned in the previous section. This method of reaching 
out to participants is considered convenience sampling as it does not give everyone in the 
population the same chance of participating in the research (Bryman et al. 2019). A target 
population was identified because attaining email addresses of the whole population was not 
possible. Every business in the target population was given the opportunity to participate in 
this study. 
 
4.4.5 Data Analysis 
Data collection ceased on the achievement of a 10% response rate. Gray (2017) highlights how 
SME business owners are difficult to access and that a 10% response rate is a realistic target 
for this type of sample. SPSS software was used to analyse the data. Analysis was conducted 
in consultation with the UL Statistical Consulting Unit, the supervisors and Pallant (2016). 
Detailed analysis can be seen in chapter five. 
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Table 4.3: Overview of Survey Design 




Do male and female 
entrepreneurs place different 
values on the various job 
quality dimensions? 
 
The degree to which the following characteristics of the job were 
important to them;  
• Earnings, earnings potential, contract status, the ability to use 
and develop skills, autonomy, pace, flexibility, working 
hours,  
 
Adapted from Eurofound (2012)  
 
Women are more likely to trade aspects of 
job quality, such as career advancement 
and job security, in exchange for work 
arrangements that will suit their non-work 
lives more (Piasna and Plagnol, 2017) 
 
Leschket and Watt (2013) found 
considerable differences with men faring 
better in the areas of pay, work 
arrangements and career development 
Pay 
• Take a salary from the business 
Working time  
• Number of hours worked in the week 
• Number of days worked in the week 
• Unsociable hours 
• Ability to take time off for personal circumstances 
Are entrepreneurial 
motivations are gendered in 
nature? 
 
Main reason for starting the business 
• Take advantage of business opportunity, Limited 
employment opportunities, Lifestyle choice, Fit career 
around personal responsibilities, Other 
 
Most important motive for you in pursuing the opportunity  
• Greater independence, Increase personal income, Just to 
maintain income, Other 
Bygrave et al. (2003) suggest that those 
pulled into entrepreneurship are more 
likely to set up businesses that will create 
jobs and positively contribute to economic 
growth. 
 
 Pardo-del-Val (2010) suggests that 
women are more likely to be pushed into 
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entrepreneurship taking into consideration 
their non-work lives as a priority 
Are there differences in job 
quality between male and 
female owned businesses? 
 
Pay 
• Methods of pay: Piece Rate, Hourly, Salary, Commission, 
Other 
• Level of pay: Minimum Wage or Above minimum wage 
• Does pay increase for employees?  
• How increases are decided: Tenure, Performance, Updated 
Qualifications, Other 
• Benefits: Health Insurance, Company Car, Company Phone, 
Discounted Goods, Pension, None, Other 
 
 
Adapted from Eurofound (2012) 
 
Women are more likely to be pushed into 
entrepreneurship creating less successful 
enterprises than men (Pardo-del-Val, 
2010). 
 
Terjesen and Szerb (2008) argue that being 
a female business owner has a negative 
effect on the growth of the business. 
 
GEM(2020a) highlights that less than a 
quarter of female new business owners 





• Fear of losing the business in the next six months 
• Growth aspirations (maintain current position, marginally 
increase turnover in the next year, turnover will increase by 
103 
 
at least 20% each year over the next three years, create more 
jobs in the next year, increase number of employees by at 
least 20% each year over the next three years) 
 
Contract Quality 
• Employees on each type of contract; full-time, part-time, if 
and when and independent contractor 
 
Career Progression 





Skill Use and Discretion 
• Pay for employee training 
 
Social Environment 
• Exposure of employees to verbal abuse, physical violence and 
bullying was examined 
 
Physical Environment 
• Exposure of employee to a number of hazardous conditions 
including; noise, temperatures, smoke, fumes, dust, 
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chemicals etc., lifting or moving people, carrying or moving 
heavy loads, and standing for long periods of time 
 
Work Intensity 
• The pace of employees’ dependant on the work done by 
colleagues; direct demands from people such as customers, 
passengers etc.; numerical production or performance targets; 
automatic speed of a machine or movement of a product; and 




• Numbers of hours given to non-full-time employees 
• Number of hours worked in the week 
• Number of days worked in the week 
• Unsociable hours 
• Ability to take time off for personal circumstances 





4.5 Phase 2 – Qualitative Research 
Hypothesising that differences between male and female owned businesses would be found in 
the first phase of the study, this finding alone would not have been sufficient in a pragmatic 
approach to research. The second phase of the study has been used to examine factors that 
account for differences between male and female owned businesses. Qualitative research has 
been chosen for this phase. Qualitative research is a research strategy that places emphasises 
on words rather than quantification in the collection and analysis of data (Bryman and Bell, 
2011). Eriksson and Kovalainenn (2008) suggest that qualitative research is often most 
appropriate when a deeper understanding of a concept is required. The aim of this phase is to 
provide a deeper understanding as to why there are differences in the quality of jobs created by 
male and female entrepreneurs. Essentially, as argued by Gillham (2000), qualitative research 
enables a researcher to understand the meaning of what is going on, illuminating issues and 
providing possible explanations. Zikmund et al. (2013) highlight that qualitative research has 
a greater possibility at yielding new insights which may lead an organisation in a new direction. 
In the case of this study, it is hoped that such insights may help inform job quality and 
entrepreneurship policy. Essentially, as argued by Gillham (2000), qualitative research enables 
a researcher to understand the meaning of what is going on, illuminating issues and providing 
possible explanations. This phase will address the following research question: 
 




4.5.1 Research Strategy 
Phase one of the study was conducted through a survey, however, in trying to explain the 
findings of phase one, a different strategy was required for the second phase. Of the research 
strategies set out by Saunders et al. (2019) in the figure 4.1, a case study approach was deemed 
most appropriate for phase two. Gillham (2000) argues that case studies are useful in 
understanding what lies behind more objective evidence. In other words, it can be used to give 
meaning to results and identify how context can contribute to behaviour. Bell et al. (2019) 
suggest a case study entails “the detailed and intensive analysis of a single case” (p.63). A 
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case can be a single organisation, a single location, a person or a single event. Essentially, the 
purpose of a case study strategy is to generate insights from in-depth research into a case within 
its real-life setting or context (Saunders et al. 2019). A case study approach is suitable for this 
phase as not only does it set out to understand the participants in their roles as business owners, 
but more importantly, their roles as employers. Furthermore, there are two higher level settings 
at focus in this phase, namely, the high potential and low potential business categories. Hence, 
a multiple case study approach was adopted. 
 
A multiple case study approach facilitates a comparison of cases, identifying what is common 
across settings and where there are clear differences (Bell et al. 2019). With such a strategy, 
cases are carefully chosen on the basis that similar results are predicted to be produced from 
each one, however, it is also possible to choose another set of cases where the contextual factor 
is deliberately different (Yin 2018 cited in Saunders et al. 2019). In this study six cases have 
been chosen for each of the business categories, high potential, and low potential. Analysis 
across cases was done within each category and across categories to understand the influence 
of context on the decisions these business owners made, particularly as employers. 
 
4.5.2 Semi-structured interviews  
Interviews have been identified as a common approach to gathering data for case studies. Yin 
(2009) argues that interviews provide case studies with richer and more extensive material than 
closed ended approaches. The data in phase two was collected through semi-structured 
interviews with Irish entrepreneurs who are employers. Interviews were either in person or over 
the phone and lasted between forty-five minutes and one hour. In advance of the interviews an 
outline of issues to be discussed had been prepared and there was flexibility with the wording 
and order of the questions as each interview required (Eriksson and Kovalainen, 2008). Semi-
structured interviews are useful as while there is some degree of structure, the tone of the 
interview remains relatively conversational and informal (Byram and Bell, 2011). This 
conversational approach enables the researcher to get a deeper, more meaningful insight. While 
remaining conversational, the interviews did have pre-defined themes to be explored with every 
participant. These themes emerged from the results of the survey. Having pre-defined themes 
allows for comparison between responses to each theme to identify commonalities or 
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differences in the data (Saunders et al. 2019). It was important in this study to attempt to explain 
the findings from phase one and identifying themes to be discussed in each interview was 
crucial.  
 
4.5.3 Design of Research Instrument 
As previously mentioned, the themes explored in the semi-structured interviews were created 
based on the findings of the survey. Where clear differences emerged in the findings, themes 
were generated in the interview guide to shed light on why these differences were found. 
Furthermore, because of the lack of integration between the job quality and entrepreneurship 
literatures, the interviews included questions on what entrepreneurs themselves thought about 
job quality and how they took it into consideration when designing roles in their organisations.  
A full interview guide with rationale is included in appendix B. While important to address 
each theme with each interviewee, the interview guide was designed in order to provide 
flexibility so that themes that were indirectly addressed by the interviewee were not repeated.  
 
4.5.4 Pilot Phase 
Following the design of the interview guide, two pilot interviews were conducted. These were 
with business owners known to the researcher. The test of the interview guide allowed for the 
amendment of questions according to the feedback from the interviewees. It also allowed a 
preliminary analysis to be conducted to see if the questions were eliciting the required 
information. Once the required changes were made to the interview guide, the interviews were 
arranged. One example of a change that was made following the pilot of the interviews was the 
question ‘when you first created a job, what considerations did you give to the characteristics 
of the job the employees would be subject to?’. This tended to prompt respondents just to speak 
about the first jobs they created. It was changed to ‘what does creating a good quality job look 
like to you?’, with prompts to cover how their view on job quality might have changed over 
time. 
 
4.5.5 Sampling Approach 
Following the findings of phase one highlighting a number of differences in job quality 
between male and female owned businesses, a strategy was required for the qualitative phase. 
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One potential explanation in the literature was differences in job quality between high and low 
potential firms (Henrekson and Johansson, 2010; Moreno and Coad, 2015; Giner et al.2017; 
Yazdanfar and Ohman, 2018). Following consultation with supervisors and feedback from a 
conference, it was decided that the second phase would focus on both high and low potential 
businesses. At the Gender Issues In Business Schools conference, when presenting the findings 
of the survey, it was recommended by a number of attendees that a focused approach to 
addressing the final research objective would add value to the contribution of this study. Given 
the statistics indicating that women are less likely to set up business in high potential industries, 
it was decided that getting insights from business owners in both high and low potential 
businesses was the approach to be taken for the second phase. Six business owners from each 
business category were interviewed.  
 
Purposive Sampling 
The most suitable form of sampling for this phase of the research was purposive sampling. This 
approach allows a researcher to select cases that enable them to fulfil their research objectives. 
It is often used in small samples such as case studies, so that cases chosen will be particularly 
informative (Saunders et al. 2019). Some participants had expressed interest in participating in 
this phase on completion of the survey. It transpired that the majority of these were owners of 
low potential businesses and only one participant was in the high potential category. In order 
to source the remaining five participants for the high potential category, the researcher looked 
at the Enterprise Ireland website to identify businesses who had been provided with their high 
potential start-up funding over recent years. The owners of ten of the businesses were contacted 
through their websites and five agreed to participate. An overview of the participants is 
available in table 4.4. It should be noted that the participants businesses are at different stages. 
A majority of the high potential businesses were established for less than ten years, some of 
which were still considered start-ups. The low potential businesses were much more mixed 







Table 4.4: Overview of Phase Two Participants 
High Potential Low Potential 
Case Background Case Background 
HP1 
Online Recruitment Software 
Company 
LP1 Pharmacy 
HP2 Skin Care Company LP2 Pharmacy 
HP3 Engineering firm LP3 Beauty Salon 
HP4 
Medical garment company that 
design and manufacture post-
operative lingerie 
LP4 Restaurant Chain 
HP5 
Technology Product Company 
providing tools to build 
interactive apps 
LP5 Hair Salon 
HP6 Medical Coding Company LP6 Exclusive Fashion Retailer 
 
 
4.5.6 Data Analysis 
Each interview was transcribed by the researcher verbatim. Following transcription, files were 
uploaded to NVIVO where a thematic analysis was undertaken. Braun and Clarke (2006) 
define thematic analysis as “a method for identifying, analysing and reporting patterns 
(themes) within data. It minimally organizes and describes your data set in (rich) detail” (p.79). 
While this defines thematic analysis in its simplest form, Clarke and Braun (2017) highlight 
that in identifying themes, identification and interpretation of data is required and is much more 
complex than summarising content. In comparison to other methods, a thematic analysis is not 
an overly prescribed form of data analysis, however the emphasis is placed on ensuring the 
process is rigorous (Saunders et al. 2019). Braun and Clarke (2006) identify six phases to a 
thematic analysis; familiarization with the data, generating initial codes, searching for themes, 
reviewing themes, defining and naming themes, and producing the report. The process 
undertaken for this study is outlined in Table 4.5. The first five stages of the thematic analysis 
were applied to the cases in both categories of business separately initially. Before writing the 
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findings, comparisons were made in themes identified across the two different contexts. An 
overview of the process is illustrated in figure 4.4. 
 
Table 4.5: Thematic Analysis  
Phases (Braun and Clarke, 2006) Application in this Study 
Familiarizing yourself with your data 
• Transcribing data (if necessary), 
reading and re-reading the data, noting 
down initial ideas 
Interviews were transcribed, reviewed 
and uploaded to Nvivo where they were 
reviewed again. Initial ideas were noted 
in a Word document. 
Generating initial codes 
• Coding interesting features of the data 
in a systematic fashion across the entire 
data set, collating data relevant to each 
code 
Initial codes had already been 
established through the identification of 
overarching themes following the results 
of phase one. 
Searching for themes 
• Collating codes into potential themes, 
gathering all data relevant to each 
potential theme 
Initial themes were reviewed in light of 
the data and sub themes were created. 
Reviewing themes 
• Checking if the themes work in relation 
to the coded extracts (Level 1) and the 
entire data set (Level 2), generating a 
thematic ‘map’ of the analysis 
A review of themes and sub themes was 
conducted. Some sub themes were 
removed. 
Defining and naming themes 
• Ongoing analysis to refine the specifics 
of each theme, and the overall story the 
analysis tells, generating clear 
definitions and names for each theme 
Review of themes with a view to 
forming analysis. Consideration of notes 
taken during initial analysis. Final 
coding tree developed (see appendix C). 
Producing the report 
• The final opportunity for analysis. 
Selection of vivid, compelling extract 
Write analysis of qualitative phase. 
Relate to research question. Illustration 
of significant examples. 
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examples, final analysis of selected 
extracts, relating back of the analysis to 
the research question and literature, 








4.5.7 Interviews with Policy-level Stakeholders 
As previously discussed in this chapter, a pragmatist philosophy underpins this study. In 
striving to understand the true reality of job quality and entrepreneurship, as well as the 
development of practical solutions, it was decided to gain insight into the policy perspectives 
on job quality and entrepreneurship. Hence, in addition to interviews with business owners, 
four representatives from policy-level organisations were also interviewed; Department of 
Business, Enterprise and Innovation, ISME, Enterprise Ireland and the Local Enterprise 
Offices. The purpose of these interviews was to gain an understanding of job quality and 
entrepreneurship policy further to the secondary data that was available. Interviews were 
between twenty and thirty minutes in length. They were one to one phone interviews. A more 
flexible interview guide was used for the interviews with the policy stakeholders. Open 
questions on the challenges faced by entrepreneurs, supports available to entrepreneurs, female 







•Defining and naming 
themes







•Defining and naming 
themes
Comparative Analysis 
between High Potential 









entrepreneurship and job quality were used. There were then follow up questions based on the 
responses to those questions. The interview guide is available in appendix D. These interviews 




Reliability is one factor that is considered when looking at the quality of research. It refers to 
the replication and consistency of research (Saunders et al. 2019). With the first phase of this 
study, the survey, the full survey has been made available, as well as information on how 
participants were contacted. This allows other researchers to replicate the research. In 
conducting semi-structured interviews reliability is a challenge as due to their flexible nature 
it is unclear as to whether data can be replicable or not. While this is a concern for this study, 
the important issue at hand is getting a deep insight into the experiences of the entrepreneurs 
which does require a degree of flexibility. Agreeing that replicability is not the primary concern 
of semi-structured interviews, Saunders et al. (2012) further argue that these interviews are 
designed to reflect the reality of the interviewee at the time it takes place. This reality could 
change in the time it would take another researcher to interview the respondent. Researcher 
bias would also be another concern when it comes to interviews. Suanders et al. (2019) describe 
researcher bias as any factor which can influence the researchers recording of responses.  For 
example, allowing a subjective view to get in the way or accurately recording what an 
interviewee has said. The opportunity for bias has been minimised through careful planning of 




Validity is concerned with whether or not an indicator actually measures what it intends to 
measure (Bryman and Bell, 2011). The validity of the measures used in this survey have been 
tested through pilot testing. The survey has also been built using a previously tested framework 
by Eurofound (2012). When it comes to the semi-structured interviews, Saunders et al. (2012) 
highlight the importance of consistency and clarity when undertaking interviews. The 
interviewer ran through sample interviews gaining feedback from experienced researchers. The 
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researcher was careful to be sure that the concept of job quality was clarified with each 




In light of the research questions and methodology outlined it is important to acknowledge the 
limitations to carrying out this research. Firstly, common difficulty with qualitative research is 
that it is not representative of a population and therefore cannot be generalised (Bryman and 
Bell, 2011). In this study, however, it is the aim to gain an insight into the assumptions of 
existing literature rather than generalise findings to a population. Secondly, Creswell and Plano 
Clark (2011) highlight that mixed methods research can be heavy on resources and time 
consuming. While the study was time consuming, distributing the survey online made that 
process as efficient as possible. Finally, it is also important to acknowledge the inexperience 




4.9 Research Ethics  
This study has received approval from the Kemmy Business School Research Ethics 
Committee at the University of Limerick. Approval was granted in June 2018. This approval 
was required before commencing the field research aspects of this study. The committee has 
deemed the research purpose and method ethically and morally sound. A copy of the research 




This chapter outlined the research approach in achieving the overarching aim of this study, 
examining the extent to which the gender of an entrepreneur influences the quality of jobs they 
create. It highlights the adoption of a pragmatic research philosophy, identifying mixed 
methods as the most suitable way of addressing the research objectives. Two phases of the 
research were identified. The first phase was a quantitative approach surveying Irish business 
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owners who were employers. The second phase was a multiple case study approach, using 
semi-structured interviews to provide possible explanations for the results of the first phase. 
These results were compared across cases in the high and low potential categories of business. 
Detail on the design of the research instruments and data analysis was provided. Limitations of 
the research process were also identified. The findings of phase one will be presented in chapter 



























CHAPTER FIVE: QUANTITATIVE RESULTS 
 
5.1 Introduction  
As discussed in chapter two, this study has found a dearth of information in the literature with 
regard to examining the issue of job quality from the job creator’s perspective. In order to 
address this gap, a mixed method approach has been adopted, beginning with a survey. The 
quantitative phase has been undertaken first as it enables the collection and analysis of data 
that can then be clarified or explained using a qualitative phase (Edmonds and Kennedy, 2017).  
This chapter will outline the results of the quantitative phase of this research. A survey was 
distributed and analysed to test the following research objectives: 
1. To establish whether or not there are gendered differences in motivations to become an 
entrepreneur  
2. To identify if male and female entrepreneurs place different values on the various job 
quality dimensions 
3. To determine if there are similarities or differences in job quality between male and 
female owned businesses 
 
Prior to addressing the research objectives, a description of the sample will be provided. An 
explanation of the tests used for the analysis will also be provided. All analysis was undertaken 
using SPSS. While the literature highlights that the focus should be more on the quality of jobs 
created by entrepreneurs rather than the number (Shane, 2009; Summers, 2015), an overview 
of the numbers of jobs created by the sample will be provided, with a particular emphasis on 
any gender differences. An overview of some aspects of the owner’s own job quality will also 
be examined before addressing the quality of the jobs they create as per the research objectives. 
 
 
5.2 Sample Description 
The survey had 300 respondents. Respondents were business owners in Ireland who have 
created jobs. Table 5.1 shows a summary of the demographics of respondents. Table 5.2 shows 





Table 5.1: Demographics of Respondents 
  N Overall Male Female 
Gender    60.6% 39.4% 
Prior to establishing 
the business 








60.5% 55.2% 68.2% 
Unemployed 3.3% 3.1% 3.7% 
In Education 7.4% 8.0% 6.5% 
Caring responsibilities 2.6% 0.6% 5.6% 
Career break 1.8% 1.8% 1.9% 
Redundant 7.4% 10.4% 2.8% 
Other reasons such as self-






Still employed in another 
business 
271 11.8% 11.7% 12% 
• Fulltime  
28 
 
57.1% 66.7% 40% 
• Part-time 21.4% 11.1% 40% 
• Independent contractor 21.4% 22.2% 20% 
Previous experience 
of the respondents 
Public Sector 
248 
16.1% 9.9% 25.8% 




23.1% 28.2% 15.5% 
Higher Certificate 8.5% 6% 12.4% 
Diploma 17.4% 14.8% 20.6% 
Degree 31.2 % 34.9% 25.8% 
Masters 19.4% 15.4% 25.8% 






Table 5.2: Business Characteristics 
  N Overall Male Female 
Ownership 
Sole Founder 264 
 
55.5% 54.1% 58.1% 
Co-founder 44.5% 45.9% 41.9% 
Industry 









16.8% 17.8% 15.7% 
Wholesale/Retail 16.8% 15.6% 18.1% 
Manufacturing 10.9% 13.3% 7.2% 
Construction 7.3% 9.6% 3.6% 
Healthcare 7.3% 5.2% 10.8% 
Transportation 3.2% 4.4% 1.2% 
Agriculture 0.9% 1.5% 0% 
Other (included hairdressing, services, solicitors, 
landscaping, HR services, recruitment and 
business services) 
25.0% 24.4% 25.3% 
Customer Base 




31.8% 31.3% 39.8% 
Regional (one Province) 16.9% 15.7% 23.1% 
National 28.8% 34.3% 26.9% 







39.5% 43.7% 33.7% 
Munster 39.1% 34.1% 45.8% 
Connacht 16.4% 16.3% 16.9% 
Ulster 5% 5.9% 3.6% 
Customer 
Type 






39.4% 32.6% 49.4% 
Small businesses, trade or farmers 17% 18.5% 14.8% 
International markets 7.3% 8.9% 4.9% 
Large shops or enterprises in the domestic 
market 
6.4% 8.1% 3.7% 
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Middlemen, agents, contractors  6.9% 6.7% 7.4% 
Government agencies/public enterprises 5.5% 6.7% 3.7% 
Other which largely represented multiple of the 
named options 
17.4% 18.5% 16% 
Trade 
Association 
Respondents who are members of a trade 
association 





5.3.1 Cleaning Data and Missing Values 
Before assessing for normality, the data was screened and cleaned. The guidelines for checking 
for and correcting errors provided by Pallant (2016) were followed. In addition to finding and 
correcting errors, there were 26 cases where respondents only answered demographic 
information. These cases were removed, with 274 cases used for analysis. Furthermore, as 
common with research, there was missing data which resulted from participants not answering 
some questions or dropping out at a point during the survey. In dealing with the missing data, 
the ‘Exclude cases pairwise’ option in SPSS was used when running tests. This excludes a case, 
only if they are missing the data required for the specific analysis. They are then included in 
any analyses for which they have the necessary information (Pallant, 2016). 
 
5.3.2 Assessing for Normality 
All tests on the survey data were run using SPSS software. Initially, frequencies were run for 
each question to ensure the data had no errors. In order to ascertain what statistical tests should 
be used to test the hypothesis, the distribution of the data was looked at. A majority of the items 
had data which was skewed. For continuous variables, The Kolmogorov-Smirnov test was 
used. P-values for all continuous items was less than .05 showing that the data was not normally 
distributed. This was supported by the visual indicators, histograms, which are shown in 
Appendix G. Also in appendix H are the bar charts for the categorical data, highlighting the 
distribution of the data. For all skewed items non-parametric tests were used to test each 
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hypothesis. Data can be skewed due to a number of outliers that exist in the data (Field, 2018). 
Outliers have occurred in this study due to the nature of the sample being very broad. For 
example, businesses could range from less than a year old to 110 years old and employee 
numbers range from 1 to 250. A sample of business owners who have created jobs naturally 
has so many possible variables, and therefore it was expected that the data does not follow a 
normal distribution. Outliers were not removed from this study so as not to dilute the effect of 
the findings. Finally, regardless of distribution, the Mann-Whitney U test was used for all 
ordinal variables because the Independent Samples T-test is used for continuous variables only 
(McCrum-Garner, 2007; Pallant, 2016). 
 
5.3.3 Non-Parametric Tests 
When testing the relationship between two categorical variables the Chi-Square test was used. 
According to Pallant (2016) it is the most suitable statistic to test relationships between two 
categorical variables for which the data is skewed. The value used is the Pearson Chi-Square. 
Where data was analysed in SPSS in 2 by 2 tables the Continuity Correction value was used as 
it compensates for the overestimation of Chi Squared for such a table (Pallant, 2016 p.221). 
Where the data did not meet the expected cell count conditions required, the Fisher’s Exact test 
was used as the most suitable alternative (Field, 2018).   
 
When testing the relationship between a categorical variable and an ordinal variable, the Mann-
Whitney U test was used. According to McCrum-Garner (2007) “The Mann–Whitney test is 
used to compare two independent samples when data are either interval scale but assumptions 
for t-test (normality) are not satisfied, or ordinal (ranked) scale” (p.39).  
 
Effect size was also used as an indicator in the analysis. The criteria used were that of Cohen 
(1998); of .1 = small effect, .3 = medium effect, .5 = large effect (Pallant 2016, p.233). When 
conducting a Chi Square test, either the Phi co-efficient or the Cramer’s V value was used to 
determine effect size. Phi was used for data which was analysed in SPSS in 2 by 2 tables. 
Cramer’s V was used for larger tables. When using the Mann-Whitney U test effect size is 





5.4 Business Owners and Job Creation 
While the focus of this study is on job quality, both the literature and policy make references 
to the importance of entrepreneurship to job creation. A review of the sample’s job creation by 
gender is important to understand before testing job quality. In examining job creation by male 
and female business owners, respondents were asked in what year they hired their first 
employee, how many employees they had when they first set up their business and how many 
they had at the time they were filling in the survey. To see if there was a significant difference 
between men and women a Mann-Whitney U test was conducted. 
 
5.4.1 Year of First Hire 
Table 5.3: Mann-Whitney U Test: Time of First Hire by Gender 
 
 
In what year did you hire 
your first employee 
Mann-Whitney U 3554.500 
Z -1.820 
Asymp. Sig. (2-tailed) .069 
 
 
In assessing how many years’ respondents were in business before hiring their first employee 
a new variable was computed. Responses for the question in what year did you hire your first 
employee?, were compared with the year the business was established. As can be seen in table 
5.3, p = .069. This is greater than .05 and therefore there is no significant difference between 
male and female business owners in the amount of time it takes them to create a job must be 
accepted. U = 3554.500. Table 5.4 shows that the male respondents (Md = .00, n = 119) are 
likely to create jobs sooner than their female counterparts (Md = 1.00, n = 70), however this is 
not a significant difference. Calculating the effect size (r = z / square root of N), r = 0.132. This 





Table 5.4: Mean and Median: Time of First Hire by Gender 
 
How many years to hire first employee? 




Male 1.5462 119 4.32914 .0000 
Female 2.2286 70 3.61627 1.0000 
Total 1.7989 189 4.08315 .0000 
 
 
5.4.2 Number of Employees at the Beginning and at Present 
Before breaking down number of employees by the gender of the business owner, table 5.5 
shows the overall jobs created at the beginning and at the time of the survey. It is clear there 
was an increase in the numbers of employees since the beginning (Md = 1.0, n = 265) and at 
the time of the survey (Md = 4.0, n = 266).  
 











Mean 2.4802 13.0160 
N 265 266 
Std. Deviation 5.49206 28.25781 
Median 1.0000 4.0000 
 
 
The relationship between the number of employees at the beginning and at present was 
investigated using Spearman’s correlation coefficient. Table 5.6 illustrates that there was a 
strong positive relationship between the two variables, r=.602, n=265, p<.001. This indicates 
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that the number of jobs an entrepreneur creates at the beginning of their venture is positively 
associated with the number of jobs they had created at the time they responded to the survey. 
 









Spearman’s rho .602 





Table 5.7: Mann-Whitney U Test: Number of Employees both at the Beginning and at Present 
by Gender 
 
Number of employees at 
the beginning 
Number of employees at 
present 
Mann-Whitney U 6625.500 6429.000 
Z -1.094 -1.547 
Asymp. Sig. (2-tailed) .274 .122 
 
 
The second aspect of job creation looked at was the number of employees that the respondents 
had at the beginning and at present. As can be seen in table 5.7, the Mann-Whitney U test gave 
p-values of .274 and .122. Both of these values are greater than .05. Therefore there is no 
difference between male and female business owners in the number of jobs they create both at 
the beginning and at present. While there is no significant difference the results in table 5.8 
indicate that male respondents (Md = 5.0, n = 150) have more employees at present than female 
respondents (Md = 4.0, n = 97). Calculating the effect size (r = z / square root of N), r = .069 














Mean 3.1617 16.0150 
N 150 150 
Std. Deviation 6.64570 29.31088 
Median 1.0000 5.0000 
Female 
Mean 1.8854 10.8557 
N 96 97 
Std. Deviation 3.50599 28.63309 
Median 1.0000 4.0000 
Total 
Mean 2.6636 13.9889 
N 246 247 
Std. Deviation 5.65820 29.09782 
Median 1.0000 5.0000 
 
 
5.4.3 Employees by Gender 
In addition to looking at the number of jobs created, the study also looked at who the jobs were 
being created for. Respondents were asked the breakdown of male and female employees both 
at the beginning and at the time they were responding to the survey. Again, a Mann-Whitney 






Table 5.9: Mann-Whitney U Test: Gender Breakdown of Employees by Gender of Business 
Owner 
 Male Employees Female Employees 
 At Beginning At Present At Beginning At Present 
Mann-Whitney 
U 
4218.500 4183.000 5088.000 5192.500 
Z -3.452 -3.340 -1.291 -1.060 
Asymp. Sig. (2-
tailed) 
.001 .001 .197 .289 
 
 
Table 5.9 shows the results for the Mann-Whitney U test looking at the gender of the 
respondents’ employees. While there was no statistical difference between male and female 
business owners and the number of female employees they had, there was a difference in the 
number of male employees. For both time points p = .001. This is less than .05 and therefore 
shows that there is a significant difference between male and female business owners and the 
number of male employees they hire at the beginning and at present. U = 4218.500 for the 
beginning and U = 4183.000 at present. The results in table 5.10 illustrate that the male 
respondents (Md = 1.0, n = 134) have more male employees at the beginning than female 
respondents (Md = .000, n = 84). The same can be said for at present, while female business 
owners (Md = 1.00, n = 84) currently have more male employees (Md = 2.00, n = 135) than 
they had at the beginning, they still have less male employees than their male counterparts. 
Furthermore, female business owners have more female employees than male employees both 
at the beginning (Md = .00 for male employees; Md = 1.00 for female employees) and at present 
(Md = 1.00 for male employees; Md = 2.00 for female employees). Calculating the effect size 





Table 5.10: Mean and Median: Gender Breakdown of Employees by Gender of Business Owner 
 









Mean 1.7631 8.0148 1.2985 6.7944 
N 134 135 134 135 
Std. 
Deviation 
4.49355 16.86513 3.05348 13.68975 
Median 1.0000 2.0000 .0000 2.0000 
Female 
Mean .6548 3.4524 1.2024 8.1310 
N 84 84 84 84 
Std. 
Deviation 
1.40133 7.84089 2.93619 25.13184 
Median .0000 1.0000 1.0000 2.0000 
Total 
Mean 1.3360 6.2648 1.2615 7.3071 
N 218 219 218 219 
Std. 
Deviation 
3.66321 14.25435 3.00238 18.87050 
Median .0000 1.0000 .5000 2.0000 
 
 
5.4.4 Number of Employees by Contract Type 
Under job creation, the contracts used by the entrepreneurs were also examined. The study 
sought to find out if the number of employees on each contract type; full-time, part-time, if and 
when, independent contractor, was different based on the gender of the business owner. The 





Table 5.11: Mann-Whitney U Test: Number of Employees on each Contract by Gender of 
Business Owner 





4899.500 4768.500 5289.500 5371.000 
Z -1.719 -1.535 -1.643 -.892 
Asymp. Sig. (2-
tailed) 
.086 .125 .100 .372 
 
 
As can be seen in table 5.11, p-values for each contract type are all greater than 0.05.  Therefore, 
there is no significant difference between male and female business owners and the number of 
employees they have on each contract type. While there is no statistical difference, table 5.12, 
shows the median values for each contract. Interestingly, male business owners (Md = 3.0, n = 
135) appear to hire more employees on a full-time contract than female business owners (Md 
= 1.50, n = 84). 
 
 
Table 5.12: Mean and Median: Number of Employees on each Contract by Gender of Business 
Owner 






Mean 10.8741 4.0095 1.3015 1.7704 
N 135 132 136 135 
Std. 
Deviation 
20.81060 16.09349 5.78545 5.94871 
Median 3.0000 1.0000 .0000 .0000 
Female 
Mean 9.0000 2.8293 .4048 .9048 





28.08893 4.88587 1.78426 4.45491 
Median 1.5000 1.0000 .0000 .0000 
Total 
Mean 10.1553 3.5572 .9591 1.4384 
N 219 214 220 219 
Std. 
Deviation 
23.82088 12.98846 4.69364 5.43009 
Median 3.0000 1.0000 .0000 .0000 
 
 
5.4.5 Contract Type by Gender of Employee 
To get a full picture of job creation in the respondents’ businesses, a breakdown of the gender 
of employees on each contract was sought. Like with the previous item, the Mann-Whitney U 
test was used to test for significant differences between male and female owned businesses. 
 
 












If and When 
Independent 
Contractor 
















































Table 5.13 shows the results for the Mann-Whitney U. The p-value of interest is the difference 
in male employees on full-time permanent contracts where p = .010. As this is less than 0.05, 
it shows that there is a significant difference between male and female business owners and the 
number of male employees they have on full-time permanent contract. U = 703.500. As 
illustrated in table 5.14, the male respondents (Md = 5.0, n = 67) have more male employees 
on full-time permanent contracts than female respondents (Md = 2.0, n = 31). Calculating the 
effect size (r = z / square root of N), r = .26 which indicates a small to medium effect. 
 
While there was only one significant difference in the test, looking at the median values in table 
5.14, some more differences can be seen. Male respondents (Md = 3.0, n = 63) are more likely 
to hire women on full-time permanent contracts than female respondents (Md = 2.0, n = 42). 
When it comes to part-time permanent contracts, men (Md = 1.5, n = 36) are more likely to 
hire men on these contracts than women (Md = 1.0, n = 17), while women (Md = 2.0, n = 36) 
are more likely to hire more women on these contracts than men (Md = 1.5, n = 50). 
 
 











If and When 
Independent 
Contractor 
  M F M F M F M F M F M F 
Male 
Mean 4.92 4.72 5.47 5.50 14.75 7.98 16.17 2.14 10.60 11.00 10.33 10.77 
N 36 50 15 16 67 63 6 7 5 5 12 13 
Std. 
Deviation 
9.138 8.709 12.917 12.426 23.902 15.462 36.185 3.532 22.041 21.863 18.637 18.952 
Median 1.50 1.50 1.00 1.00 5.00 3.00 1.50 1.00 1.00 1.00 2.50 1.00 
Female 
Mean 4.06 3.83 1.00 3.18 4.90 6.48 .00 1.00 2.00 2.33 5.67 1.22 
N 17 36 4 11 31 42 2 4 6 6 9 9 
Std. 
Deviation 
5.178 5.207 2.000 5.879 6.769 15.200 .000 1.414 2.098 2.875 12.894 .972 
Median 1.00 2.00 .00 1.00 2.00 2.00 .00 .50 1.50 1.50 2.00 1.00 
Total Mean 4.64 4.35 4.53 4.56 11.63 7.38 12.13 1.73 5.91 6.27 8.33 6.86 
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N 53 86 19 27 98 105 8 11 11 11 21 22 
Std. 
Deviation 
8.039 7.421 11.573 10.184 20.592 15.302 31.484 2.901 14.720 14.691 16.221 15.123 
Median 1.00 2.00 1.00 1.00 4.00 3.00 1.00 1.00 1.00 1.00 2.00 1.00 
 
 
5.5 Business Owners Job Quality Dimensions 
While the focus of the study is on job quality, the research questions are focused on the job 
quality created for others, not the entrepreneurs themselves. That said, this sample was asked 
some questions in relation to their own job quality, in particular working time, because the 
literature indicates that women set up their own business to fit in with family or caring 
responsibilities and therefore require more flexibility in their working hours. Before examining 
the questions exploring the business owners working time quality, the results within the pay 
dimension of job quality for the business owners themselves will be discussed. 
 
5.5.1 Pay 
One aspect of pay that was examined in relation to the job quality of the business owner was 
whether or not they took a salary from the business. As can be seen in table 5.15, the majority 
of both male and female business owners do take a salary from the business. The results show 
that more female (94.4%) business owners take a salary than their male counterparts (86.2%). 
 
Table 5.15: Business Owner Salary by Gender 
 Yes No 
Male 86.2% 13.8% 
Female 94.4% 5.6% 
 
 
The Chi-Square test was used to determine if the difference between genders is significant. As 
can be seen in table 5.16, the continuity correction p-value is .07. This is greater than .05 and 
therefore it can be said that the difference between male and female owned business owners in 





Table 5.16: Chi-Square and Phi Co-Efficient for Business Owner Salary by Gender 
 
Pearson Chi-Square .070 




5.5.2 Working Time 
In assessing the working time of the business owners themselves there were a number of items 
examined; how many hours they work in the week on their business, how many days they 
typically work in the week; the times they are required to work and how easy it would be for 
them to take time off for personal circumstances. The analysis examines difference between 
male and female respondents on each of those items. 
 
The first aspect of working time for business owners is the number of hours they work in the 
week on their business. Table 5.17 shows the gender breakdown. More male business owners 
(30.8%) than female business owners (22.2%) work over 60 hours per week on their businesses. 
The same can be said for 50-59 hours per week, although the difference narrows with 30% of 
men and 27.8% of women working those hours. The difference increases for 40-49 hours with 
more men (27.7%) than women (19.4%) working these hours. On the other hand, more women 
(19.4%) work 30-39 hours a week than men (6.2%). Similarly, 6.9% of women work 20-29 
hours a week in comparison to 2.3% of men. 
 
 
Table 5.17: Number of Hours in the Week by Gender 
 0-9 10-19 20-29 30-39 40-49 50-59 60+ 
Male 0.8% 2.3% 2.3% 6.2% 27.7% 30.0% 30.8% 






While there were clear differences shown in table 5.17, a chi-square test was undertaken to see 
whether these differences were significant. The Fisher’s Exact value should be used as the 
expected cell count on the chi-square table was too small. The results in table 5.18 show a p-
value of .033. As this is less than .05 the differences between male and female business owners 
and the hours they work in a week are significant. Cramer’s V is .252 meaning that the result 
has a small to medium effect. 
 
Table 5.18: Chi-Square and Cramer’s V for Number of Hours in the Week by Gender 
 
 
Number of Hours per 
Week 
Pearson Chi-Square .046 
Fisher’s Exact .033 
Cramer’s V .252 
 
 
The second aspect of the business owner’s working time is the number of days in the week 
they work. Table 5.19 illustrates the responses by gender. The most common response among 
both genders is 5 days per week with slightly more women (42.5%) than men (40.3%) working 
5 days. The second most common response was 6 days per week with slightly more men 
(38.8%) than women (34.2%) choosing the option. More male business owners (16.3%) than 
female business owners (12.3%) work 7 days a week. The opposite is true for 4 days a week 





Table 5.19: Number of Days by Gender 
 1 2 3 4 5 6 7 
Male 0% 1.6% 1.6% 1.6% 40.3% 38.8% 16.3% 




In order to see if the differences were significant, the Chi-square test was used. The Fisher’s 
exact value is more reliable as the expected cell count was too small. The p-value of .199, seen 
in table 5.20, is greater than .05. Therefore the difference between male and female business 
owners and the number of days they work on their business is not significant. The effect size, 
Cramer’s V, is .193. This is a small to medium effect.   
 
 
Table 5.20: Chi-Square and Cramer’s V for Number of Days in the Week by Gender 
 
 Number of Days per Week 
Pearson Chi-Square .186 
Fisher’s Exact .199 
Cramer’s V .193 
 
 
With more female than male business owners opting to work 4 and 5 days a week, crosstabs 
were run in order to see if this could be explained by other factors in which women came in 
higher than men. On such factor was the situation of respondents prior to establishing the 
business. The options provided were employee in another business, unemployed, in education, 
caring responsibilities, career break, made redundant and other. 5.6% of women in comparison 
with 0.6% of men chose caring responsibilities as their situation before setting up their 
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business. Table 5.21 shows the results of the cross tab which indicates that 14.3% of those who 
were attending to caring responsibilities now work 4 days a week on their business. A further 
42.9% of this group work 5 days a week on their business. Another interesting factor to look 
at here as an explanatory factor is the motivation to establish a business being to fit one’s career 
around their personal responsibilities. 15.6% of female respondents chose this as a motivator 
in comparison to 5.3% of men. 58.3% of the people who chose this as a primary motivator 
work 5 days a week, with 8.3% working 4 days a week. 
 
 
Table 5.21: Crosstabs Number of Days by Caring Responsibilities and Motives 
 N 1 2 3 4 5 6 7 
Caring Responsibilities 203 0% 0% 0% 14.3% 42.9% 42.9% 0% 
Fit Career Around Personal 
Responsibilities 
202 0% 0% 8.3% 8.3% 58.3% 12.5% 12.5% 
 
 
The third aspect of the business owners’ working time is the actual times they are required to 
work on their business. This aspect is centred on the concept of unsociable hours. Table 5.22 
shows the gender breakdown of responses. The vast majority of business owners are required 
to work days (5am-6pm) with 95.3% of male respondents and 97.2% of female respondents. 
More men (51.2%) than women (43.1%) work evenings. Similarly, more men (18%) than 
women (6.9%) work nights. When it comes to Saturdays, more women (59.7%) than men 

















Male 95.3% 51.2% 18% 55% 31% 
Female 97.2% 43.1% 6.9% 59.7% 29.2% 
N 201 201 200 201 201 
 
 
To test if the differences in unsociable hours between male and female business owners are 
significant the Chi-Square test was used. For the option ‘Days’ the expected cell count was too 
small and therefore the Fisher’s Exact value is used. For all of the other options the continuity 
correct value is used. As can be seen in table 5.23, none of the p-values are less than .05. 
Therefore, the difference between male and female business owners in this item is not 
significant. 
 











.515 .270 .031 .521 .785 
Continuity 
Correction 
.783 .339 .052 .621 .911 
Fisher’s 
Exact 
.714 .304 .034 .555 .873 
Phi .046 -.078 -.153 .045 -.019 
 
 
The final aspect of working time looked at from the business owner’s perspective is how 
difficult or easy it would be for them to take time off for personal matters. Respondents were 
asked the following question: ‘Would you say that for you arranging to take an hour or two off 
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during working hours to take care of personal or family matters is .. ?’. Responses were on a 
scale of 1 to 5. 1 = extremely difficult, 2 = somewhat difficult, 3 = neither easy nor difficult, 4 
= somewhat easy, 5 = extremely easy. The Mann-Whitney U test was used to test for a 
significant difference between male and female business owners. 
 
 
Table 5.24: Mann-Whitney U Test: Personal Circumstances by Gender 
 
 
Time off for Personal 
Circumstances 
Mann-Whitney U 4365.500 
Z -.988 




Table 5.24 shows the results for the Mann-Whitney U test looking at the gender of the 
respondents’ employees. U = 4365.500, p = .323. As the p-value is greater than .05 there is no 
statistical difference between male and female business owners and taking time off. The results 
in table 5.25 illustrate that the male respondents (Md = 4.0, n = 130) find it just as easy to take 
time off as their female counterparts (Md = 4.0, n = 73). Calculating the effect size (r = z / 
square root of N), r = 069. This is a very small effect. 
 
 
Table 5.25: Mean and Median: Personal Circumstances by Gender 
 




Male 3.6923 130 1.14015 4.0000 
Female 3.5068 73 1.22614 4.0000 
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Total 3.6256 203 1.17217 4.0000 
 
 
5.6 Supports received by Business Owners 
The study also examines the supports used by respondents. Supports were examined, as the 
literature indicated that male entrepreneurs are more likely to get financial support from 
investors in setting up their businesses than female entrepreneurs. This has the potential to 
impact the quality of jobs created by entrepreneurs. In looking at supports the survey looked at 
the support organisations used and also the type of support used by respondents. The Chi-
Square test was used to examine whether any differences between male and female business 
owners were significant. 
 
Table 5.26 shows the organisations that male and female business owners received support of 
monetary value from in setting up and running their businesses. The most popular option for 
both genders was support from a bank or other financial institution, with more women (56.3%) 
than men (39.2%) using such an option for support. For men, the next most popular option 
chosen was none, with 38.5% of men saying they received no support whatsoever in setting up 
their business. 21.3% of women chose this option. Local enterprise offices (LEO) were popular 
among both genders with 25.4% of men and 28.7% of women receiving support from them. 
Family support was rated high among women (25%) and was the fourth most popular support 
for men (16.2%). Those who chose other specified supports from personal savings, the 
Department of Agriculture, Department of Social Protection, the IDA, SYOP allowance and 
back to work/enterprise scheme. 
 


















Male 25.4% 13.8% 4.6% .8% 16.2% 39.2% 3.8% 38.5% 10.1% 






In looking at whether any of the results above were significant, a Chi-Square test was used. As 
the results were analysed in SPSS in a 2 by 2 table, the continuity correction value in table 5.27 
should be used. Expected cell count conditions were not met for the Chamber of Commerce, 
NGO and Local Development Association and therefore, the Fisher’s Exact value should be 
used. The two supports of interest are the ‘bank or other financial institution’ and ‘none’ with 
p-values of .024 and .014 respectively. These p-values are less than 0.05. This indicates that 
women are significantly more likely to get support from a bank or other financial institution 
and men are more likely to receive no support of monetary value. The effect size, reported 
using Phi co-efficient, is .166 for bank or other financial institution and .179 for none. This 
indicates a small to medium effect for both options. 
 
 



















.592 .087 .899 .728 .116 .016 .598 .009 .529 
Continuity 
Correction 
.708 .138 1.000 1.000 .164 .024 .895 .014 .702 
Fisher’s 
Exact 
.631 .112 1.000 1.000 .151 .022 .711 .010 .626 





In order to try and explain the findings that women are significantly more likely to get support 
from a bank or other financial institution while men are more likely to receive no support of 
monetary value, it is necessary to see if the industry is a possible contributor to this finding. It 
must be acknowledged that this should only be used as an indicator due to the fact that the 
industry question was poorly answered. Looking at table 5.28, the industries with high 
proportions of business owners getting no support are Transportation, Hospitality, ICT, and 
Healthcare. With the exception of Healthcare (43.8%), these industries are predominantly 
































































































































0% 21.7% 57.1% 38.2% 25% 47.4% 20% 31.3% 37.5% 31.5% 
Male 
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100% 75% 85.7% 64.9% 58.3% 52.4% 0% 81.3% 43.8% 61.1% 







The second aspect of support examined in this study is the type of support the business owners 
received. As illustrated in table 5.29, the most common type of support received for both male 
and female business owners was financial, closely followed by advice and mentoring. 
Networking support was the third most popular with more women (32.7%) than men (29.3%) 
engaging with it. More women (20.6%) also attended business development workshops than 






















Male 43.3% 39.6% 6.1% 29.3% 6.7% 15.9% 11.6% 




In examining whether the differences found were significant, a Chi-Square test was performed. 
The continuity correction value was used as the results were calculated in 2 by 2 tables in SPSS. 
As can be seen in table 5.30, all p-values are greater than .05. Therefore, there are no significant 







Table 5.30 - Chi-Square and Phi Co-Efficient for Type of Support Received by Gender 
















.961 .828 .391 .548 .715 .321 .270 
Continuity 
Correction 
1.000 .928 .564 .641 .913 .407 .370 
Phi -.003 -.013 -.052 .037 -.022 .060 -.067 
 
 
5.7 Research Questions - Analysis 
The first three research objectives outlined in chapters one and four will be examined in the 
remainder of this chapter. A reminder of the research objectives (RO) and their corresponding 
research questions (RQ) is outlined in figure 5.1.  
 
 
Figure 5.1: Research Objectives and Corresponding Research Questions 
 
RO3: Determine if there are similarities or differences in job quality between male and female 
owned businesses
RQ3: What are the similarities and differences in job quality between male and female run 
businesses?
RO2: Establish whether or not motivations to become an entrepreneur are gendered in nature
RQ2: Are entrepreneurial motivations gendered in nature?
RO1: Identify if male and female entrepreneurs have place different values on the various job 
quality dimensions





5.7.1 Research Question 1: Do male and female entrepreneurs place different values on 
the various job quality dimensions? 
In addressing the overarching aim of this study the first research objective is to identify if male 
and female entrepreneurs place different values on the various job quality dimensions. In order 
to address this question, the following hypotheses were formed: 
 
H0 - There is no difference in values placed on the various job quality dimensions 
between men and women 
 
Ha - There is a difference in values placed on the various job quality dimensions 
between men and women 
 
Respondents were asked to indicate the degree to which several aspects of the job were 
important to them. The aspects were earning, earnings potential, contract status, the ability to 
use and develop your skills, the ability to have control over the way in which you do your job, 
a role that goes at a pace that I enjoy, a role which allows me to be flexible, a role in which I 
can work weekends and a role in which I have some certainty with regard to the amount of 
hours I work. The responses were provided in scale form; 1 – Not at all Important, 2 – Slightly 
Important, 3 – Moderately Important, 4 – Very Important, 5 – Extremely Important. The Mann-
Whitney U test was chosen to test the relationship between gender and each of the job quality 























































































































Z -.911 -.961 -.700 -.985 -2.449 -.642 
-
.832 




.362 .337 .484 .325 0.014 .521 .405 .227 .991 .539 
 
 
As can be seen in table 5.31, when asking respondents about the job aspects most important to 
them, only one item showed a significant difference between genders; the ability to use and 
develop your skills. With a p-value of 0.014, the hypothesis that there is no difference in gender 
on this item must be rejected. Therefore, in this study, the only statistical difference between 
male and female business owners when it comes to their preference in job characteristics is 
having the ability to use and develop your skills. U = 3630.5. While Md for both genders is 4.0, 
the difference can be seen in the mean values. Table 5.32 shows that while both male and 
female respondents see this item as important, female respondents (M = 4.28) place more value 
on it than male respondents (M = 3.92). Calculating the effect size (r = z / square root of N), r 
= 0.17. This is a small to medium effect using Cohen (1988) criteria. 
 
While only one item showed a significant difference, table 5.32 illustrates a difference in the 
item ‘a role in which I have some certainty with regard to the amount of hours I work’. While 
the difference is not significant, male respondents (Md = 3.0, n = 127) were neutral when it 
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came to this item while female respondents (Md = 4.0, n = 71) agreed that this is something 
they want from a job. 
 
 










































































































N 125 124 126 122 127 127 
12
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N 197 194 197 191 198 199 
19
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5.7.2 Research Question 2: Are entrepreneurial motivations gendered in nature? 
In assessing the motivations of business owners in setting up their businesses, respondents were 
asked two questions; 1) to indicate the main reason for starting your business, and 2) what was 
the most important motive for you in pursuing the opportunity. The first question looked at 
external factors such as limited employment opportunities and personal responsibilities. The 
second looked at more internal factors such as independence and desire to increase income. 
 
H0 – External motivations to become an entrepreneur are not gendered in nature 
Ha – External motivations to become an entrepreneur are gendered in nature 
 
When asked about the main reason for starting your business, 48.6% of respondents established 
a business to take advantage of a business opportunity. 16.2% chose it as a lifestyle choice 
while 13 % of employees had limited employment opportunities. 9.7% of respondents started 
their own business to fit their career around personal responsibilities. 12.6% named other 


























Looking at the responses by gender, see table 5.34, a clear difference can be seen in the 
selection of fitting a career around personal responsibilities. 15.6% of female respondents 
chose this as a main reason for starting their business in comparison to 5.3% of men. In 
addition, 5.8% more female than male respondents saw lifestyle choice as the main reason they 
started their business. Finally, while taking advantage of a business opportunity was the highest 
choice among both genders, 53.3% of men and 41.7% of women, there was still a difference 
of 11.6%.  
 
 
















Male 53.3% 13.3% 14.0% 5.3% 14.0% 






While there is a clear difference in the percentage in responses for each gender, to see if the 
difference is significant, a Chi-Square test has been used. As can be seen in table 5.35, results 
provide a Pearson Chi-Square p-value of .039. The p-value is less than 0.05, and therefore the 
hypothesis that external motivations to become an entrepreneur are not gendered in nature must 
be rejected. This indicates that the reasons to start a business are statistically different between 
genders. The effect size is reported using the Cramer’s V value of .203. This indicates a small 
to medium effect (Cohen 1988). 
. 
 
Table 5.35, Chi-Square Test – Main Reason for Starting your Business by Gender 






10.100 4 .039 




Having established a difference between genders with regard to external factors, internal 
factors must now be examined. When asked about the most important motive for pursuing this 
opportunity, 53.2% of respondents cited greater independence. 20.2% wanted to increase 
personal income, and 12.9% wanted to maintain personal income. 13.7% named other reasons 
such as the desire for autonomy and having a passion for what they do. 
 
H0 – Internal motivations to become an entrepreneur are not gendered in nature 






















As can be seen in table 5.37, when it comes to the gender breakdown per response, there is 
very little difference. When it comes to wanting greater independence over half of both male 
(53.3%) and female (53.6%) respondents chose this as the most important motive for pursuing 
this opportunity. Similarly, there was no major difference between genders in choosing the 
increase of personal income as the most important motive with 20.7% of men and 19.6% of 
women opting for it. 
 
 












Male 53.3% 20.7% 14.7% 11.3% 




While it is clear that there is no major difference in the percentage in responses for each gender, 
a Chi-Square test has been used to test for significance. As can be seen in table 5.38, results 
provide a Pearson Chi-Square p-value of .386. The p-value is greater than 0.05, and therefore 
the hypothesis that internal motivations to become an entrepreneur are not gendered in nature 
must be accepted. The effect size is reported using the Cramer’s V value of .111. This indicates 




Table 5.38: Chi-Square Test – Most Important Motive for Starting your Business by Gender 






3.038 3 .386 




5.7.3 Research Question 3: What are the similarities or differences in job quality 
between male and female run businesses? 
 
H0 - There are no differences in the job quality characteristics between male and female 
run businesses 
Ha - There are differences in the job quality characteristics between male and female 
run businesses 
 
In order to ascertain whether job quality differs between male and female owned businesses, 
each dimension of job quality is taken separately and tested against the gender of the business 
owner. The dimensions are pay, prospects (job security, career progression, and contract 
quality), intrinsic quality (skill use and discretion, social environment, physical environment, 
work intensity) and working time. 
 
Pay 
H0 - There are no differences in the payment of employees between male and female 
run businesses 





Respondents were asked five questions about the way in which they pay their employees; 1) 
Which of the following best describes the way in which you base the pay of the majority of 
your employees?; 2) At entry level, which of the following would best describe the pay of 
employees?; 3) Does pay increase for your employees?; 4) How do you decide on pay 
increases?; 5) Do you offer your employees any of the following benefits?.  
 
When assessing the way in which respondents pay their employees, five options were given; 
piece rate, hourly, salary, commission and other. More women (41.7%) than men (34.8%) pay 
their employees an hourly rate, while the opposite is true for salary, with 41% of men paying 
their employees a salary as opposed to 31.1% of women. A similar number of men and women 
pay their employees commission, 8.1% and 7.8% respectively. The least common payment 
method chosen for both genders was piece rate with 2.5% of men and 1% of women choosing 
this option. As can be seen in table 5.39, 5.0% of male respondents and 4.9% of female 
respondents chose other. Some of the other methods included paying employees a day rate, 
family helping unpaid, weekly and the owner of the business is the only employee. 
 
Table 5.39: Methods of Pay by Gender 
 Piece Rate Hourly Salary Commission Other 
Male 2.5% 34.8% 41% 8.1% 5.0% 
Female 1.0% 41.7% 31.1% 7.8% 4.9% 
N 264 264 264 264 264 
 
 
While there was a percentage difference between men and women who pay their employees a 
salary and hourly, the Fisher’s Exact test was used to test for significance. This was used instead 
of Chi-Square as the expected cell count conditions were not met. As can be seen in table 5.40, 
salary had a p-value of .118 and hourly had a p-value of .297. These values are both greater 
than 0.05 and therefore it can be said that there is no significant difference in these methods of 
pay between genders. Furthermore, the table indicates no significant difference across all of 
the methods of pay. Effect size is indicated by the Phi co-efficient. Salary shows a small effect 









Hourly Salary Commission Other 
Fisher’s 
Exact Test 
.651 .297 .118 .562 .605 
Phi -.054 .070 -.1 -.006 -.003 
 
 
The second aspect of pay that was examined was whether respondents paid their employees 
minimum wage or above minimum wage at entry level. As indicated on table 5.41, more male 
respondents (81.1%) indicated that they pay above minimum wage at entry level than female 
respondents (70.3%).  
 
 
Table 5.41: Pay at Entry Level by Gender  
 Above Minimum Wage Minimum Wage 
Male 81.1% 18.9% 




While there is a clear difference in the percentage in responses for each gender, to see if the 
difference is significant, a Chi-Square test has been used. As can be seen in table 5.42, results 
provide a Continuity Correction p-value of .112. This is greater than 0.05, and therefore the 
hypothesis that pay at entry level does not differ depending on the gender of the business owner 
must be accepted. The effect size is reported using the Phi Co-efficient of .124. This indicates 





Table 5.42 – Chi-Square and Phi Co-efficient for Pay at Entry Level by Gender 
 Value Approximate Significance 
Pearson Chi-Square 3.109 .078 
Continuity Correction 2.525 .112 
Phi .124 .078 
 
 
The third aspect of pay that the survey investigated is whether or not employee pay increases. 
When comparing responses between male and female respondents the differences were small 
with 82.5% of male business owners and 87.8% of female business owners saying that the pay 
of their employees does increase.  
 
 
Table 5.43 - Pay Increase for Employees by Gender 
 No Yes 
Male 17.5% 82.5% 




While the difference in the percentage in responses for each gender is small, to see if the 
difference is significant, a Chi-Square test has been used. As can be seen in table 5.44, results 
provide a Pearson Chi-Square p-value of .318. As with the previous item, the Continuity 
Correction value is more suitable for a 2 by 2 table and gives a value of .425. The p-value is 
greater than 0.05, and therefore the hypothesis that pay increases do not differ based on the 
gender of the business owner must be accepted. The effect size is reported using the Phi Co-





Table 5.44: Chi-Square and Phi Co-efficient for Pay Increases by Gender 






.999 1 .318 
Continuity 
Correction 
.636 1 .425 
Phi .071  318 
 
 
The fourth indicator of pay looked at how pay increases were decided. Respondents could 
choose more than one method. As table 5.45 illustrates, there is very little difference between 
male and female business owners on how they decide on pay increases. Tenure was the most 
popular choice for both genders with 74.2% of male respondents and 74.3% of female 
respondents using it to decide on pay increases. More men (19.4%) than women (6.4%) chose 
other as an option. Other options cited included a combination of methods listed, growth of 
both the economy and the business, company pay scales and promotions.  
 
 
Table 5.45: Criteria for Pay Increases by Gender 




Male 74.2% 25.8% 21.1% 19.4% 
Female 74.3% 25.7% 21.6% 6.8% 
N 202 203 202 203 
 
 
Like with the previous pay indicators, to test a relationship between gender and how the 
business owners decide on pay increases, a Chi-Square test was run. As can be seen in table 
5.46, for tenure, performance and updated qualification, all p-values are greater than 0.05 using 
the Continuity Correction values. Therefore, there is no difference between male and female 
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business owners on how they decide on pay increases using those three criteria. There was a 
statistical difference between men and women choosing the ‘other’ option, with a p-value of 
.015. The effect size is reported using the Phi Co-efficient values for each criteria. The only 
value above .1 was that of ‘other’ at .171. This indicates a small to medium effect. 
 
 
Table 5.46: Chi-Square and Phi Co-efficient for Criteria for Pay Increases by Gender 






.987 .833 .930 .015 
Continuity 
Correction 
1.000 .957 1.00 .026 
Phi -.001 -.015 .006 -.171 
 
 
The final measure of pay looks at whether or not business owners offer any benefits to their 
employees. The most popular form of benefits offered to employees by female business owners 
is discounted goods, with 36.5% of female respondents choosing it. This is in comparison to 
28.1 % of male respondents. For men, the most popular choices were a company phone (35.2%) 
and a pension (34.4%) with less women choosing these benefits, 25.7% and 27% respectively. 
The biggest difference between male and female respondents was the benefit of a company car 
with 20.3% of men offering their employees this benefit as opposed to 8.1% of women. A very 














Pension None Other 
Male 12.5% 35.2% 20.3% 28.1% 34.4% 30.5% 7.8% 
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Again, a Chi-Square test was used to statistically test the relationship between the gender of 
the business owner and the benefits they give their employees. As can be seen in table 5.48, 
the only benefit that has a p-value less than 0.05 is that of a Company Car. With a Continuity 
Correction p-value of .037 it shows that there is a difference between male and female business 
owners offering a company car as a benefit. The effect size is reported using the Phi Co-
efficient value of .161. This indicates a small to medium effect. 
 
 















.104 .163 .022 .216 .279 .928 .191 
Continuity 
Correction 
.167 .216 .037 .218 .355 1.000 .288 
Phi -.114 -.098 -.161 .087 -.076 .006 .092 
 
 
As the difference between male and female business owners providing a company car is 
significantly different with 20.3% of men offering the benefit as opposed to 8.1% of women it 
is worth looking to see if industry could be an explanatory factor. Again, it must be 
acknowledged that this should only be used as an indicator due to the fact that the industry 
question was poorly answered. Table 5.49 shows the results of a crosstab between industry and 
company car. Aside from those who chose ‘other’ (21.9%) to describe their industry, 
155 
 
Construction (21.9%) and ICT, Financial and Professional (15.6%) account for a majority of 
industries where company cars are offered. These industries are predominantly male as can be 
seen in table 5.47. 
 
 






















































































































204 6.3% 6.3% 9.4% 15.6% 12.5% 3.1% 0% 21.9% 3.1% 21.9% 
Male 
218 
100% 75% 85.7% 64.9% 58.3% 52.4% 0% 81.3% 43.8% 61.1% 




As per the Eurofound (2012) framework, the prospects dimension of job quality had three sub-
dimensions; job security, career progression and contract status. Respondents were asked about 
the fear of losing their business in the next six months, their growth aspirations for the company 
and the types of contracts they offer employees in order to analyse this dimension.  
 
 
H0 - There are no differences in prospects between male and female run businesses 





One question in relation to determining job security of the employees from the business 
owner’s point of view was whether the respondents feared that they could lose their businesses 
in the next six months. Responses by both genders were similar, with 11.7% of men and 12.9% 
of women fearing that they could lose their business in the next six months. 
 
Table 5.50 – Lose the Business by Gender  
 Yes No 
Male 11.7% 88.3% 




While the difference in responses for each gender is small, to see if the difference is significant, 
a Chi-Square test has been used. As can be seen in table 5.51, results provide a Pearson Chi-
Square p-value of .814. The Continuity Correction p-value is .994. The p-value is greater than 
0.05, and therefore the hypothesis that the fear of losing their business does not differ based on 
the gender of the business owner must be accepted. The effect size is reported using the Phi 
Co-efficient of .017. This indicates a very small effect. 
 
 
Table 5.51 - Chi-Square and Phi Co-efficient for Lose the Business by Gender 






.055a 1 .814 
Continuity 
Correction 
.000 1 .994 





Another item used to ascertain the job security of the employees of respondents was future 
growth aspirations of the company. This was assessed through five statements in which 
respondents had to agree or disagree. The statements were; the business is doing well and I 
would be happy to maintain current position; it is hoped that the business will marginally 
increase turnover in the next year; it is hoped that turnover will increase by at least 20% each 
year over the next three years; it is hoped that the business will create more jobs in the next 
year; and it is hoped that the business will increase its number of employees by at least 20% 
each year over the next three years. The responses were provided in scale form; 1 – Strongly 
Disagree, 2 – Somewhat Disagree, 3 – Neither Agree nor Disagree, 4 – Somewhat Agree, 5 – 
Strongly Agree. The Mann-Whitney U test was conducted to see if there is a difference in the 
growth aspirations between male and female business owners. 
 
 




is doing well 
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in the next 
year 
It is hoped that 
the business will 
increase its 
number of 
employees by at 
least 20% each 




4358.500 3872.000 3663.000 3412.000 3691.000 
Z -.238 -1.034 -1.908 -2.601 -1.708 
Asymp. Sig. 
(2-tailed) 





As can be seen in table 5.52, when asking respondents about the business growth aspiration, 
only one item showed a significant difference between genders; it is hoped that the business 
will create more jobs in the next year. With a p-value of 0.009, the hypothesis that there is no 
difference in gender on this item must be rejected. Therefore, in this study, the only statistical 
difference between male and female business owners is when it comes to their aspirations to 
create more jobs in the next year. U = 3412.000. While Md for both genders is 4.0, a difference 
can be seen in the mean values. Table 5.53 shows that the male respondents (M = 3.97) have 
stronger aspirations for this item than female respondents (M = 3.63). Calculating the effect 
size (r = z / square root of N), r = 0.186. This is a small to medium effect. 
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Mean 3.7953 4.2778 3.9841 3.9762 2.76 
N 127 126 126 126 127 
Std. Deviation 1.08627 .96032 1.20654 1.25516 1.354 
Median 4.0000 5.0000 4.0000 4.0000 3.00 
Female 
Mean 3.6857 4.1642 3.6812 3.6377 3.09 
N 70 67 69 69 68 
Std. Deviation 1.24578 .99388 1.20651 1.09774 1.301 
Median 4.0000 4.0000 4.0000 4.0000 3.00 
Total 
Mean 3.7563 4.2383 3.8769 3.8564 2.88 
N 197 193 195 195 195 
Std. Deviation 1.14354 .97103 1.21215 1.20988 1.341 






In order to look at the contract quality provided by business owners, respondents were asked 
to give a breakdown of how many employees were on each type of contract; full-time, part-
time, if and when and independent contractor.  
 
 
Table 5.54: Mann-Whitney U Test: Number of Employees per Contract Type by Gender 





4899.500 4768.500 5289.500 5371.000 
Z -1.719 -1.535 -1.643 -.892 
Asymp. Sig. 
(2-tailed) 
.086 .125 .100 .372 
 
 
As can be seen in table 5.54, when asking respondents about the number of employees they 
have per contract type, the Mann-Whitney U test showed no significant difference between 
male and female business owners with all p-values greater than .05. While the difference is not 
significant, table 5.55, shows a clear difference for full-time employees with men (Md = 3.00, 




Table 5.55: Mean and Median:  Number of Employees per Contract Type by Gender 
 






Mean 10.8741 4.0095 1.3015 1.7704 
N 135 132 136 135 
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Std. Deviation 20.81060 16.09349 5.78545 5.94871 
Median 3.0000 1.0000 .0000 .0000 
Female 
Mean 9.0000 2.8293 .4048 .9048 
N 84 82 84 84 
Std. Deviation 28.08893 4.88587 1.78426 4.45491 
Median 1.5000 1.0000 .0000 .0000 
Total 
Mean 10.1553 3.5572 .9591 1.4384 
N 219 214 220 219 
Std. Deviation 23.82088 12.98846 4.69364 5.43009 
Median 3.0000 1.0000 .0000 .0000 
 
 
In looking at explanatory factors in why men hire twice as many full-time employees as 
women, the industry in which the respondents operate was looked at. Agriculture (Md = 17), 
Construction (Md = 7) and Transportation (4) have the highest number of full-time contracts. 
As illustrated in table 5.56, these industries are occupied predominantly by male business 
owners. It must be acknowledged that this should only be used as an indicator due to the fact 
that the industry question was poorly answered. 
 
 

























































































































 17 3 4 3 1 3 0 7 3 2 
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N  2 24 7 37 37 20 5 16 16 55 
Male 
218 
100% 75% 85.7% 64.9% 58.3% 52.4% 0% 81.3% 43.8% 61.1% 






In order to look at career progression, respondents were asked what type of contract their 
employees were offered at the beginning and after one years’ service. This is also a follow on 
indicator for contract status. The Chi Square test was used to examine whether or not a 
difference existed between male and female business owners and the contracts they offered at 
the two time points. 
 
As can be seen in table 5.57, part-time contracts were split into two categories, permanent and 
casual. Permanent part-time contracts were more common than casual part-time contracts 
among both male and female business owners. More women than men used part-time casual 
contracts both at the beginning and after 1-year service. In relation to part-time permanent 
contracts, slightly more men than women used them both at the beginning and after 1 years’ 
service. Male business owners had less part-time contracts after 1 year (35.8%) than they had 
at the beginning (37.4%) whereas female respondents had slightly more after one year (44.3%) 





Table 5.57: Part-Time Contracts by Gender 
 Part- Time Permanent Part-Time Casual 
 Beginning 1 Year Beginning 1 Year 
Male 37.4% 35.8% 12.2% 8.9% 




While the difference in the percentage in responses for each gender is small, to see if the 
difference is significant, a Chi-Square test has been used. As can be seen in table 5.58, the 
results are divided into part-time permanent and part-time casual contracts. Using the 
Continuity Correction value it can be seen that none of the values are less than 0.05. Therefore 
the hypothesis that there is no difference between male and female owned business owners in 
the use of both part-time permanent and part-time casual contracts at the two time points must 
be accepted. The effect size is reported using the Phi Co-efficient. Three out of the four scores 
are under .1. This indicates a very small effect. For part-time casual contracts at the beginning, 
the Phi co-efficient is .105 which indicates a small to medium effect. 
 
 
Table 5.58: Chi Square and Phi Co-efficient: Part-Time Contracts by Gender 
 
 Part- Time Permanent Part-Time Casual 
 Beginning 1 Year Beginning 1 Year 
Pearson Chi-Square .721 .243 .145 .790 
Continuity 
Correction 
.839 .311 .212 .908 





Like with part-time contracts, the full-time contracts were split into two categories, permanent 
and casual. As illustrated in table 5.59, full-time permanent contracts were more commonly 
used by both genders than full-time causal. There was also an increase for both men and women 
in the use of full-time permanent contracts between the beginning and after one years’ service. 
With full-time casual contracts, there were more women (11.4%) than men (6.5%) using them 
at the beginning. The gap closes after one year as 7.1% of women offered them at this point 
with men remaining the same. 
 
Table 5.59: Full-Time Contracts by Gender 
 
 Full-Time Permanent Full-Time Casual 
 Beginning 1 Year Beginning 1 Year 
Male 54.8% 58.1% 6.5% 6.5% 




As with the part-time contracts, a Chi-Square test has been used to see if the difference between 
genders is significant. As can be seen in table 5.60, the results are divided into part-time 
permanent and part-time casual contracts. Using the Continuity Correction value it can be seen 
that none of the values are less than 0.05. Therefore the hypothesis that there is no difference 
between male and female owned business owners in the use of both full-time permanent and 
full-time casual contracts at the two time points must be accepted. The effect size is reported 
using the Phi Co-efficient. All four scores are under .1. This indicates a very small effect. 
 
 
Table 5.60: Chi Square and Phi Co-efficient: Full-Time Contracts by Gender 
 Full-Time Permanent Full-Time Casual 
 Beginning 1 Year Beginning 1 Year 





.908 1.000 .348 1.000 
Phi -.019 -.009 .087 .013 
 
 
With if and when contracts more women than men use them both at the beginning and after 
one years’ service. At the beginning 17.1% of female respondents used them in comparison to 
8.1% of men. There was a decline in use of if and when contracts for both genders after one 
year but the size of the gap slightly increased. 
 
Table 5.61: If and When Contracts by Gender 
 
 If and When 
 Beginning 1 Year 
Male 8.1% 4.8% 




With a clear difference between male and female business owners and the use of if and when 
contracts a Chi-Square test has been used to see if the difference between genders is significant. 
Using the Continuity Correction values highlighted in table 5.62, it can be seen that for after 
one years’ service there is a p-value of .044. This is less than 0.05 and therefore the hypothesis 
that there is no difference between male and female owned business owners in the use of if and 
when contracts after one years’ service must be rejected. The effect size is reported using the 







Table 5.62: Chi Square and Phi Co-efficient: If and When Contracts by Gender 
 
 If and When 
 Beginning 1 Year 




Phi .137 .165 
 
 
In terms of using independent contractors, the opposite to the situation with if and when 
contracts is true.  More men than women use them both at the beginning and after one years’ 
service. At the beginning 10% of female respondents used them in comparison to 21% of men. 
There was a decline in use of independent contractors for both genders after one year but the 
difference was noticeable with 17.6% of men still using them as opposed to 7.1% of women. 
 
 
Table 5.63: Independent Contractors by Gender 
 
 Independent Contractor 
 Beginning 1 Year 
Male 21.0% 17.6% 




With a clear difference between male and female business owners and the use of independent 
contractors a Chi-Square test has been used to see if the difference between genders is 
significant. Using the Continuity Correction values highlighted in table 5.64, it can be seen that 
the p-values for both time points are less than 0.05. Therefore the hypothesis that there is no 
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difference between male and female owned business owners in the use of independent 
contractors both at the beginning and after one years’ service must be accepted. The effect size 




Table 5.64: Chi Square and Phi Co-efficient: Independent Contractors by Gender 
 
 Independent Contractor 
 Beginning 1 Year 








H0 - There are no differences in intrinsic quality for employees between male and 
female run businesses 
Ha - There are differences in intrinsic quality for employees between male and female 
run businesses 
 
Intrinsic quality was measured by looking at four sub-dimensions; skill use and discretion, 
social environment, physical environment and work intensity. Each of these are taken 
individually. 
 
Skill use and discretion 
In order to assess the skill use and discretion sub-dimension, respondents were asked if they 
pay for the training of their employees. As seen in table 5.65, the majority of both male and 




Table 5.65: Pay for Training by Gender 
 
 No Yes 
Male 13.9% 86.1% 




While the difference appears small, a Chi-Square test has been used to see if the difference 
between genders is significant. Using the Continuity Correction values highlighted in table 
5.66, it can be seen that there is a p-value of .412. This is greater than 0.05 and therefore the 
hypothesis that there is no difference between male and female owned business owners in 
paying for their employees training must be accepted. The effect size is reported using the Phi 
Co-efficients which is .075. This indicates a very small effect. 
 
 










1.061a 1 .303 
Continuity 
Correction 
.674 1 .412 








In order to ascertain the information about the social environment of the respondent’s 
employees, the exposure of employees to verbal abuse, physical violence and bullying was 
examined. The responses were provided in scale form; 1 – Strongly Disagree, 2 – Somewhat 
Disagree, 3 – Neither Agree nor Disagree, 4 – Somewhat Agree, 5 – Strongly Agree. 
 






Physical violence. Bullying/harassment. 
Mann-Whitney U 3764.500 3884.500 3537.000 
Z -.500 -.137 -1.547 
Asymp. Sig. (2-
tailed) 
.617 .891 .122 
 
 
As can be seen in table 5.67, when asking respondents about the social environment in which 
their employees work, there is no significant difference between genders. The p-values for all 
three items are greater than 0.05. This also supported looking at the median values in table 
5.68. 
 









Mean 1.5656 1.1148 1.1721 
N 122 122 122 
Std. Deviation 1.02842 .53314 .59880 
Median 1.0000 1.0000 1.0000 
Female Mean 1.6406 1.1250 1.3651 
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N 64 64 63 
Std. Deviation 1.05961 .57735 .90343 
Median 1.0000 1.0000 1.0000 
Total 
Mean 1.5914 1.1183 1.2378 
N 186 186 185 
Std. Deviation 1.03701 .54722 .72056 




In investigating whether or not there is a difference with regard to the physical environment 
between male and female business owners, exposure of employee to a number of hazardous 
conditions was examined. These conditions incude; noise so loud that they would have to raise 
their voice to talk; temperatures that are either too high or too low; breathing in smoke, fumes, 
dust, chemicals etc.; lifting or moving people; carrying or moving heavy loads; and standing 
for long periods of time. The responses were provided in scale form; 1 – Strongly Disagree, 2 
– Somewhat Disagree, 3 – Neither Agree nor Disagree, 4 – Somewhat Agree, 5 – Strongly 
Agree. 
 
Table 5.69: Mann-Whitney U: Physical Environment by Gender 





















3582.000 3831.500 3378.000 3585.500 3182.000 3243.000 
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.210 .815 .041 .231 .021 .053 
 
 
As can be seen in table 5.69, two conditions show a significant difference between male and 
female owned business. The first is ‘breathing in smoke, fumes, dust, chemicals etc.’. With p-
value of .041 the hypothesis that this condition does not differ between male and female owned 
business must be rejected. U = 3378.000. While Md for both genders is 1, the difference can 
be seen in the mean values. Table 5.70 shows that while both disagree that their employees are 
exposed to this condition, men (M = 1.41) disagree more strongly than women (M = 1.79). The 
median for both male and female respondents is 1.00. Calculating the effect size (r = z / square 
root of N), r = 0.149. This indicates a small to medium effect. 
 
The second aspect of the physical environment that is of interest is ‘carrying or moving heavy 
loads’. With a p-value of .021, the hypothesis that this condition does not differ between male 
and female owned business must be rejected. The Mann-Whitney U value is 3182.000. 
Comparing the median values in table 5.70, it can be seen that while both genders disagree that 
their employees are required to carry or move heavy loads, men strongly disagree (Md = 1.00, 
n = 122) and women (Md = 2.00, n = 64) disagree. Calculating the effect size (r = z / square 
root of N), r = 0.149. This indicates a small to medium effect. 
 
 
Table 5.70: Mean and Median: Physical Environment by Gender 





















Mean 1.7787 1.8770 1.4180 1.3554 1.7787 2.2727 
N 122 122 122 121 122 121 
Std. 
Deviation 
1.23658 1.21681 1.00281 .87426 1.16784 1.48885 
Median 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 
Female 
Mean 2.0154 1.9062 1.7969 1.6094 2.2969 2.7500 
N 65 64 64 64 64 64 
Std. 
Deviation 
1.31687 1.23081 1.26214 1.19013 1.44398 1.56347 
Median 1.0000 1.0000 1.0000 1.0000 2.0000 3.0000 
Total 
Mean 1.8610 1.8871 1.5484 1.4432 1.9570 2.4378 
N 187 186 186 185 186 185 
Std. 
Deviation 
1.26658 1.21839 1.11031 .99906 1.28958 1.52788 




Work intensity was measured by looking at elements that dictate the pace of an employees 
work in addition to demands that employees are subject to. The pace of employees work was 
looked at based on the extent to which it depends on a number of factors which include; the 
work done by colleagues; direct demands from people such as customers, passengers etc.; 
numerical production or performance targets; automatic speed of a machine or movement of a 
product; and the direct control from the employer. The responses were provided in scale form; 
1 – Strongly Disagree, 2 – Somewhat Disagree, 3 – Neither Agree nor Disagree, 4 – Somewhat 


































3411.000 3622.500 3602.000 3440.000 3645.000 
Z -1.377 -.751 -.446 -1.071 -.500 
Asymp. Sig. 
(2-tailed) 
.169 .453 .656 .284 .617 
 
 
As can be seen in table 5.71, when asking respondents about factors that determine the pace of 
their employee’s work, there is no significant difference between genders on any of the 
individual items. The p-values for all five items are greater than 0.05. While differences are 
not significant, table 5.72 shows some differences. Notably, male respondents (Md = 4.0, n = 
121) agree that the pace of employees’ work is somewhat determined by the work done by 
colleagues, while female respondents (Md = 3.0, n = 64) are neutral. 
 
 




































Mean 3.3967 3.7647 2.8235 2.1017 3.4370 
N 121 119 119 118 119 
Std. 
Deviation 
1.35695 1.21227 1.33180 1.36745 1.14713 
Median 4.0000 4.0000 3.0000 1.0000 4.0000 
Female 
Mean 3.1875 3.8769 2.7460 2.2813 3.5313 
N 64 65 63 64 64 
Std. 
Deviation 
1.19357 1.19252 1.29476 1.26577 1.19481 
Median 3.0000 4.0000 3.0000 2.5000 4.0000 
Total 
Mean 3.3243 3.8043 2.7967 2.1648 3.4699 
N 185 184 182 182 183 
Std. 
Deviation 
1.30330 1.20327 1.31603 1.33183 1.16162 
Median 4.0000 4.0000 3.0000 1.0000 4.0000 
 
 
In addition to pace, respondents were asked about demand and pressure that employees were 
subject to. The following items were examined; employees are expected to respond to work 
issues during their time off; employees are required to meet tight deadlines and employees are 
required to work at a very high speed. The responses were provided in scale form; 1 – Strongly 

















required to meet 
tight deadlines. 
Employees are 
required to work at 
very high speed. 
Mann-Whitney U 3464.500 3429.000 3586.000 
Z -.437 -.711 -.041 
Asymp. Sig. (2-
tailed) 
.662 .477 .967 
 
 
As can be seen in table 5.73, when asking respondents about demands their employees are 
subject to, there is no significant difference between genders on any of the individual items. 
The p-values for all three items are greater than 0.05. The median values on table 5.74 are also 
the same for both male and female respondents on all three items. 
 
 













work at very 
high speed. 
Male 
Mean 2.1271 3.1610 2.5424 
N 118 118 118 
Std. Deviation 1.27800 1.29410 1.17411 
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Median 2.0000 3.0000 3.0000 
Female 
Mean 2.0328 3.0000 2.5246 
N 61 62 61 
Std. Deviation 1.27759 1.39084 1.25972 
Median 2.0000 3.0000 3.0000 
Total 
Mean 2.0950 3.1056 2.5363 
N 179 180 179 
Std. Deviation 1.27505 1.32655 1.20045 




The working time dimension has a number of different measures including the number of hours 
given to employees, if employees are required to work unsociable hours and if times are set or 
vary. 
H0 - There are no differences in employee working time between male and female run 
businesses 




Firstly, looking at the number of hours given to non-full-time employees, table 5.75 shows 
some notable differences between male and female respondents. 29.5% of men were likely to 
give non-full-time employees 0-10 hours a week in comparison to 11.7% of women. Over half 
(53.3%) of women give those employees 10-20 hours per week as opposed to just over a quarter 






Table 5.75: Non-Full-Time Hours by Gender 
 0-10 10-20 20-30 30-35 
Male 29.5% 25.3% 31.6% 13.7% 




With some big differences indicated in table 5.75, a Chi-Square test has been used to see if the 
difference between genders is significant. Table 5.76 shows a Pearson Chi-Square p-value of 
.003. This is less than 0.05 and therefore the hypothesis that there is no difference between 
male and female business owners and the hours they give no-full-time employees must be 
rejected. The effect size is reported using the Cramer’s V which is .302. This indicates a 
medium to large effect using. 
 
 
Table 5.76: Chi Square and Cramer’s V: Non-Full-Time Hours by Gender 
 






 14.140 3 .003 
     







Unsociable hours is another measure of working time that is used by Eurofound (2012). This 
examines whether employees are expected to work Days (5am-6pm), Evenings (6pm -10pm), 
Nights (10pm – 5am), Saturdays and Sundays. Table 5.77 looks at the breakdown in responses 
between male and female business owners. Unsurprisingly, over 90% of both genders require 
employees to work days. More men (11.5%) than women (7.1%) require employees to work 
nights. The opposite is true for weekends with marginally more women than men requiring 
employees to work Saturday’s and Sunday’s. 
 
 
Table 5.77: Unsociable Hours by Gender 
 Days Evenings Nights Saturday Sunday 
Male 95.9% 23% 11.5% 35.2% 18% 
Female 94.2% 20% 7.1% 41.4% 21.7% 
N 191 192 192 192 191 
 
 
While there were some marginal differences between male and female respondents, a Chi-
Square test has been used to see if the difference between genders is significant. Table 5.78 the 
results of the Chi-Square test for all options. For ‘Days’ the Fisher’s Exact value should be 
used as the expected cell count was not met in order to use Chi-Square. For all other options 
the continuity correction values should be used as each option was tested on a 2 by 2 table. All 
of the p-values are greater than 0.05 and therefore the hypothesis that there is no difference 
between male and female business owners and the unsociable hours their employees are 
required to work must be accepted. The effect size is reported using the Phi which is under .1 





Table 5.78: Chi Square and Phi: Unsociable Hours by Gender 




.595 .634 .333 .394 .534 
Continuity 
Correction 
.860 .768 .474 .486 666 
Fisher’s 
Exact 
.725 .718 .453 .440 .570 
Phi -.039 -.034 -.070 .061 .045 
 
 
While there were no statistical differences, it is interesting to look at possible explanations as 
to why more men require employees to work nights. Table 5.79 shows the results of a crosstab 
between industry and requirement to work nights. Hospitality (31.6%) accounts for a large 
portion of those who are required to work nights. This is an industry occupied by slightly more 
male (52.4%) than female (47.6%) business owners. Manufacturing accounts for 15.8% of the 
requirement to work nights and is an industry in which 75% is occupied by male business 
owners. Wholesale/Retail and Healthcare both occupy 10.5% of the requirement to work nights 
with wholesale/retail having more male business owners and healthcare having more female 
business owners.  Transportation, Construction and ICT, Financial and Professional Services 
each account for 5.3% of the requirement to work nights. These three industries are occupied 
predominantly by male business owners. It must be acknowledged that this should only be used 



































































































































191 0% 15.8% 5.3% 5.3% 10.5% 31.6% 0% 5.3% 10.5% 15.8% 
Male 
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100% 75% 85.7% 64.9% 58.3% 52.4% 0% 81.3% 43.8% 61.1% 
Female 0% 25% 14.3% 35.1% 41.7% 47.6% 100% 18.8% 56.3% 38.9% 
 
 
Certainty of working times is another measure of the working time dimensions. Respondents 
were asked whether they agreed or disagreed with a number of items which include; employee 
working times are outlined in the employment contract and are set; employee working times 
vary and are discussed with employees on a regular basis before a roster is formulated; working 
times are issued according to the demand on the business and are likely to vary weekly; working 
times are issued according to the demand on the business and are likely to vary monthly; 
changes to employee work schedules do not occur regularly; when changes do occur employees 
are given less than 24 hours’ notice; and when  changes do occur employees are given less than 
36 hours’ notice.  The responses were provided in scale form; 1 – Strongly Disagree, 2 – 






















































































3280.500 3192.000 3190.000 3492.000 3584.000 3526.500 3200.500 




.110 .174 .199 .879 .816 .965 .371 
 
 
As can be seen in table 5.80, the results of the Mann-Whitney U test provides p-values all of 
which are greater than 0.05. Therefore, there is no significant difference between genders on 
any of the individual items looking at the certainty of hours. While differences are not 
significant, table 5.81 shows some differences in medians on several items. While men (Md = 
3.0, n = 119) are neutral on discussing working times with employees before the roster is 
formulated, women (Md = 4.0, n = 61) do engage in these discussions. Similarly, when changes 
to schedules occur, women (Md = 4.0, n = 59) are more likely to give at least 36 hours’ notice 
than their male counterparts (Md = 3.0, n = 118). When it comes to rosters varying, female 
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business owners working times are more likely to vary weekly (Md = 4.0, n = 60) than monthly 















































































Mean 3.8833 3.1092 2.7500 2.6949 3.6525 2.3051 3.0254 
N 120 119 120 118 118 118 118 
Std. 
Deviation 
1.41530 1.56655 1.58909 1.54979 1.47560 1.49362 1.56053 
Median 4.5000 3.0000 3.0000 3.0000 4.0000 2.0000 3.0000 
Female 
Mean 4.2857 3.4262 3.0833 2.6667 3.6613 2.2500 3.2712 
N 63 61 60 60 62 60 59 
Std. 
Deviation 
1.08403 1.57543 1.66001 1.55865 1.35433 1.40971 1.57382 
Median 5.0000 4.0000 4.0000 2.0000 4.0000 2.0000 4.0000 
Total 
Mean 4.0219 3.2167 2.8611 2.6854 3.6556 2.2865 3.1073 
N 183 180 180 178 180 178 177 
Std. 
Deviation 
1.32166 1.57237 1.61613 1.54843 1.43119 1.46212 1.56481 
Median 5.0000 4.0000 3.0000 2.5000 4.0000 2.0000 3.0000 
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Finally, the ability for an employee to take time off at short notice for a personal or family 
matte was investigated. When asked if they could accommodate such a request, respondents 
chose from the following options; 1 - Definitely Will Not, 2- Probably Will Not, 3 - Might or 
Might Not, 4 - Probably Will, 5 - Definitely Will. 
 
 
Table 5.82 – Mann-Whitney U: Personal Time Off by Gender 
 
If employee was to take an hour or two off 
to take care of personal or family matters 
Mann-Whitney U 3676.000 
Z -1.123 
Asymp. Sig. (2-tailed) .261 
 
 
As can be seen in table 5.82, the results of the Mann-Whitney U test provides a p-value of .261. 
As this is greater than 0.05 the hypothesis that there is no significant difference between 
genders in facilitating an employee to take time off for a personal or family matter is accepted.  
 
 
Table 5.83: Mean and Median: Personal Time Off by Gender 
Employee was to take an hour or two off during work 
hours to take care of personal or family matters 
Gender Mean N Std. Deviation Median 
Male 4.7869 122 .43083 5.0000 
Female 4.7077 65 .49127 5.0000 






Summary – Research Objective 3 
H0 - There are no differences in the job quality characteristics between male and female 
run businesses 
Ha - There are differences in the job quality characteristics between male and female 
run businesses 
 
The null hypothesis that there are no differences in the job quality characteristics between male 
and female run businesses can be rejected. The analysis found that differences occur in pay, 
growth aspirations, contract quality, intrinsic quality and working time. 
 
 
5.8 Summary of Key Findings 
 
Table 5.84: Summary of Descriptive Findings 
Job Creation 
 
Male respondents are likely to create jobs sooner than their female 
counterparts, however this is not a significant difference. 
 
Male respondents had more employees at the time they responded 
to the survey than female respondents. The difference was not 
significant. 
 
Male business owners appear to hire more employees on a full-time 
contract than female business owners. The difference was not 
significant. 
 
Male respondents have more male employees on full-time 
permanent contracts than female respondents. 
 
Male respondents are more likely to hire women on full-time 
permanent contracts than female respondents. 
 
When it comes to part-time permanent contracts, men are more 
likely to hire men on these contracts than women, while women are 
more likely to have more women on these contracts than men. 
 
Business Owner’s Job 
Quality 
 
More male business owners than female business owners work over 
60 hours per week on their businesses. The same can be said for 40-
49 hours per week. On the other hand, more women work than men 
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work both 30-39 hours and 20-29 hours a week. These differences 
are significant. 
 




Women are significantly more likely to get support from a bank or 
other financial institution and men are more likely to receive no 
support of monetary value. 
 
The most common type of support received for both male and 
female business owners was financial, closely followed by advice 
and mentoring. More women than men engaged with networking 
and business development workshops. 
 
 
Table 5.85: Summary of Research Question Findings 
Research Objective 
1: 
Establish whether or 
not motivations to 
become an 
entrepreneur are 
gendered in nature 
 
Ha – External motivations to become an 
entrepreneur are gendered in nature 
 
More women than men cited fitting a career around 
personal responsibilities as the main reason for 
starting their own business. In contrast, more men 
than women started their business to take advantage 




Ha – Internal motivations to become an 





Identify if male and 
female entrepreneurs 
place different values 
on the various job 
quality dimensions  
 
Ha - There is a difference in values placed 
on the various job quality dimensions 
between men and women 
 
Female respondents place more the ability to use 
and develop skills in their jobs than male 
respondents. The difference was significant. 
 
When it comes to having a role in which there is 




respondents agreed that this was something they 

















Determine if there 
are differences in job 
quality between male 




Ha - There are differences in the job quality 
between male and female run businesses 
 
More women than men pay their employees an 







Ha - There are differences in prospects 
between male and female run businesses 
 
 
Growth Aspirations: Male respondents have 
stronger aspirations for creating more jobs in the 
next year than female respondents. 
 
Contract Quality: 
While the difference is not significant, men hire 
twice as many employees on full-time contracts 
than women. 
 
More women than men use if and when contracts. 
Women are more likely to use them after 1 years’ 
service than men. 
 






Ha - There are differences in intrinsic 
quality for employees between male and 
female run businesses 
 
Pace: Male respondents agree that the pace of 




work done by colleagues, while female respondents 
are neutral. This difference is not significant. 
 
Physical Environment: While both men and women 
disagree that their employees are exposed to fumes, 
smoke, dust etc. and are required to carry or move 
heavy loads, women are not as strongly disagreeing 





Ha - There are differences in in employee 
working time between male and female run 
businesses 
 
Male business owners are more likely to give non-
full-time employees 0-10 hours a week in 
comparison their female counterparts. 
 
Over half of women give those employees 10-20 
hours per week as opposed to just over a quarter of 
men. These differences are significant. 
 
While men are neutral on discussing working times 
with employees before the roster is formulated, 
women are more likely to do so. 
 
Similarly, when changes to schedules occur, 
women are more likely to give at least 36 hours’ 
notice than their male counterparts. 
 
When it comes to rosters varying, female business 
owners working times are more likely to vary 













CHAPTER SIX: QUALITATIVE ANALYSIS 
 
6.1 Introduction 
As discussed in chapter four, this study was carried out using a mixed method approach, using 
two different stages of data collection. The results of the survey were outlined in chapter five. 
This chapter outlines the results of the qualitative interviews that were conducted with the aim 
of providing a deeper insight into the findings of the survey.  
 
Overall, the survey found a number of differences between male and female business owners 
across the areas of entrepreneurial motivations, growth aspirations, supports received in 
growing their business, job creation and job quality. One such possible explanation provided 
in the literature is the differences in job quality between high and low potential firms 
(Henrekson and Johansson, 2010; Moreno and Coad, 2015; Giner et al. 2017; Yazdanfar and 
Ohman, 2018). As discussed in chapter two, a high growth firm is defined as “an enterprise 
with average annualised growth (in number of employees or turnover) greater than 20% per 
annum, over a three year period, with a minimum of 10 employees at the beginning of the 
growth period” (OECD 2008, p.61).  Arguments about the lower number of women in high 
growth firms is supported by an interview with Enterprise Ireland which highlighted that only 
22% of businesses they support have a female founder or co-founder. While Enterprise 
Ireland’s businesses may not strictly fit with the high growth definition, the organisation does 
only support businesses who are internationally trading or manufacturing. They also strongly 
encourage growth in revenue and number of employees for those businesses they do fund. With 
this in mind, the qualitative phase of research sought to compare the experiences of business 
owners in firms considered high potential, who are internationally trading or manufacturing, 
and those in businesses traditionally considered low potential industries such as hospitality, 
retail, etc. Semi-structured interviews explored the aforementioned themes with participants 
and the findings will be discussed throughout this chapter. Interviews were also held with 
representatives from Enterprise Ireland, Local Enterprise Offices, ISME (the Irish SME 
Association), and the Department of Business, Enterprise and Innovation. Findings from these 
interviews will also be discussed in the later part of this chapter. A description of these 
organisations can be found in table 6.33.  
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6.2 Participant Profiles 
As mentioned previously, there were two categories of participants in the interviews with 
business owners; businesses in receipt of support from Enterprise Ireland, and businesses who 
do not qualify for such support as they are not internationally trading or manufacturing. The 
former category will be labelled ‘high potential’ while the latter will be referred to as ‘low 
potential’. The profile of the ‘high potential’ businesses can be found in table 6.1. Table 6.2 
shows the profile for the ‘low potential’ businesses. Having illustrated an overview of the 
profiles of the participants, the themes can be discussed.  
 























Medical garment company 
that design and 
manufacture post-operative 
lingerie 
8 2014 Female 
HP5 
Technology Product 
Company providing tools to 





HP6 Medical Coding Company 
42 (12 Active, 


















LP1 Pharmacy 11 2006 
Parents and 
Daughter 




LP3 Beauty Salon 2 2018 Female 
LP4 Restaurant Chain 45 2003 Female 










6.3 Theme 1 - The Business Owner 
The first theme discussed in the interviews was characteristics relating to the business owners 
themselves, such as personal motivations and what they value from work arrangements.  The 
survey results highlighted that more women than men cited fitting a career around personal 
responsibilities as the main reason for starting their own business. In contrast, more men than 
women started their business to take advantage of a business opportunity. The interviews 
therefore explored entrepreneurial motivations, as well as what it is they want from their own 
work arrangements, to ascertain if there are differences among business owners in both high 
and low potential businesses. Business owner work life balance and working hours are also 
discussed within this theme, looking at differences both between genders and between the type 




6.3.1 Motivations for becoming a business owner 
When respondents were asked about the reasons behind setting up their businesses a number 
of themes emerged. One that was similar for those in both types of businesses was a desire to 
own their own business or a feeling that they are inherently an entrepreneur. 
Now well I come from an entrepreneurial background and so does my husband….. 
Well I suppose, myself and my husband would probably be your typical 
entrepreneurs. We always focus on, like creation is a huge thing for us. ………. For 
us when we have our own business, we can run it how we chose and how we wish 
and our business is more focused on creativity and that’s what we nurture. (HP2) 
 
Well we are entrepreneurs really. This is about the 5th business of this size that I 
have bought or started. My first company was a company called [company name] 
back in 1982 and we sold that in 1988 to a large existing company. …… I bought 
a PCB stuffing company and we merged that up then and we became a logistics 
company and that got a turnover of 50 million …Meanwhile I was involved in a lot 
of property, as people were. And after that then I bought this out as part of a 
management buyout. And I also have a company that does events in the UK. (HP3) 
 
 
As well as considering themselves to be a ‘typical entrepreneur’, other participants 
highlighted that the environment they grew up in had a role to play.  
I’m from quite a creative family. My mum is an artist, my dad was dabbling in 
amateur theatre all my life and was also a CEO but his love was theatre and my 
brother is a writer and also he works in the royal academy of engineering in London 
so he is doing sort of philanthropic projects using tech for good. So it’s kind of like 
the environment in which I grew up. (HP5) 
 
I always did want to own a company but I never thought the opportunity would 
present itself to be honest. So I could come from a long line of business people, all 
my grandparents owned their own businesses. So it was sort of in the family anyway 
and my dad had his own businesses. So it's sort of in the blood I guess. (HP6) 
 
So my background has always been marketing and PR. In South Africa I had a 
marketing company which I sold when I left. (LP4) 
 
 
For two business owners, setting up their businesses was always something they had 
wanted to do.  
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Now I suppose I always wanted to be a somebody if you know what I mean, I 
always wanted to have my own place. Like I did. In school when they would say 
where do you see yourself in 10 years, I even said on the yearbook, I want to have 
my own beauty salon.(LP3) 
 
I was hairdressing in Ireland before I went to London. When I came back from 
London, the dream was to start up my own business in my home town…..[asked if 
always wanted to own business] Yes, I did yeah (LP5) 
 
 
Others highlighted that while it was not necessarily something they always planned, they saw 
an opportunity and decided to make it work.  
Well I was working with [her husband] who is the co-founder, at the time. We were 
working in tech recruitment and I suppose we were just kind of getting frustrated 
with the industry and how things were……. We would come up with different 
business ideas and one was around recruitment and we just started to tease it out 
more part-time as a side project. Until eventually we decided, I think we spent 
nearly a year prototyping and then we decided that we were going to go and commit 
to doing it. (HP1) 
 
It made sense at the time. There was a market there for it. We knew the clientele, 
we knew there was a business opportunity. And we were negotiating a deal to try 
and buy another pharmacy but it didn’t work out so we decided to set up our own. 
(LP1) 
 
Yes, it was down to the opportunity and because of my experience working in 
chains I knew that I could do it. (LP2) 
 
We opened by sheer accident. I happened to drive passed the centre and really liked 
the offering. I lived in Kilaloe, my daughter was tiny and went to Monaleen national 
school. I took a wrong turn one day and found this space very nice and explored it. 
When we started it was a tiny 32-seater restaurant and we grew quickly. It’s a very 
different restaurant than what you see today. (LP4) 
 
 
Another common theme across both high potential and low potential businesses was how their 
work experience informed their decision to set up a business. Some were unsettled in their 
careers working for other companies in that they may just get bored and move on to different 
companies. 
But I had had 5 jobs at that point. I never stayed anywhere longer than 2 years. And 
I used to wonder was there something wrong with me actually. I had friends for years 





Another element of being unsettled working for others was raised by the beautician who 
claimed that the only way in her industry to make money was to set up her own business.  
There is no money to be made working for someone else. (LP3) 
 
 
Others got exposure that helped them acquire the knowledge and skill they required to run their 
own business.  
But I had worked in [previous employer] for 8 years …. I was probably employee 
number four …. And I had seen how to build a media company by the founders. The 
founders worked very closely in the business and they were very, they allowed us to 
work in the business with them. Obviously, there was tons to do but it was great to 
have that impact and see that and I really appreciated that (HP5) 
 
Because of my experience working in chains I knew that I could do it. I obviously 
knew what I learnt in college, which was purely pharmacy but from experience 
managing other pharmacies I learnt the business side. (LP2) 
 
Definitely it is my love for fashion. I worked in Aer Lingus and did a lot of flying 
back and forth to New York. There I got exposure to fashion. I loved DVF and told 
myself at that point that would open my own store someday. (LP6)  
 
 
For the owner of the medical coding company, while acknowledging he always wanted to own 
his own business, he became the owner of his business after previously managing it for a larger 
multi-national company. After tendering his resignation the company offered him the 
opportunity to buy the business.  
Yeah, so I was basically in the process of tendering my resignation. I've been the 
director of the company for the FDI for a few years and I decided to move on. So 
they didn’t want me to leave and  they needed the services conducted so they 
wouldn't accept my resignation. They told me to hang on for about eight weeks. 
And then we had to call a meeting about eight weeks later and managing partners 
offered me first refusal on purchasing the company. (HP6) 
 
He wanted to leave the organisation as he didn’t like the way staff were being treated but 
when given the opportunity to buy out the business, he knew he could make it work. 
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I didn't like the way the staff are being treated. It was very much an American 
company ……. they were treated appallingly in terms of the way they were 
communicated with. ….it wasn't my ideal to manage the company where people 
were treated so badly, so that's why I was leaving…………..[I bought it because] it 
was a good business. I knew I could make money doing it. And also I knew that the 
staff were very loyal to me and that's they would all stay and that they would work 




One female business owner in the high potential sector highlights the fact that while she saw 
an opportunity and is making money out of it, her primary motivation to set up her business 
was to help others.  
I saw a need, I saw a gap in the market and saw that I could do something about it 
so I went for it. …..it started because I wanted to make women with breast cancer 




An issue that arose for some businesses in the low potential sector which did not arise at all in 
the high potential sector was the idea of flexibility with their own working hours. One 
participant expected that she would be more flexible running her own business, while another 
has said that she valued the idea of being flexible due to commitments with her children.   
Just wanted to be my own boss and thought I’d be able to time work around my 
own personal life…. (LP1) 
 
I suppose, having kids you are more flexible. If I had an appointment this morning 
with the kids, I just wouldn’t open….even though you do put in an awful lot of 
hours, you are flexible. If I want to kill myself working for the week I can. Or like 
if I want to not open a day I can do that too. (LP3) 
 
 
Table 6.3: Sub-themes - Reasons for Becoming a Business Owner 
Reasons for 
Starting Business 
Common High Potential Low Potential 
Desire X   
Opportunity X   
Experience X   
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Help Others  X  
Flexibility   X 
 
 
6.3.2 Business Owner Work Values 
Following on from reasons for setting up their businesses, participants were asked what they 
valued from their own work arrangements. Some gave responses focusing on when they were 
working for other people, but most gave responses about what they value in running their own 
businesses. There was little commonality between participants in the high potential and low 
potential businesses. Those in high potential businesses mentioned the opportunity to be 
creative, the importance of being challenged and doing a role that they are interested in. 
Now what I love about my job is that it’s always changing… If I was to go for a job, 
it needs to be something I’m interested in, it needs to be something that challenges 
me. I like to be challenged all the time and have to be able to learn and continuously 
learn. They are the kind of roles that would appeal to me. (HP1) 
 
We always focus on, like creation is a huge thing for us. We come from a creative 
background. So my husband is a portrait photographer, we used to run a portrait 
studio, so creativity and innovation is a huge strong focus for us.(HP2) 
 
I had to have challenges. So I had to be responsible for creating something. (HP4) 
 
 
Another high potential business owner considered autonomy in decision making and 
communication to be the two key things that he values in any work arrangement.  
I guess autonomy to make decisions would be the first one good not have anyone 
breathing down your neck and someone that will actually trust your decision 
making process. The second thing I guess would be being able to communicate and 
interact with other people and that would be at all levels of the the company or 




In contrast, respondents in low potential businesses, such as both pharmacists, the hairdresser 
and the beautician, spoke about valuing flexibility and having a good atmosphere in the 
workplace. 




But at the same time there is more flexibility than if I was working for somebody to 
be able to determine my hours to some degree.(LP2) 
 
Well you definitely want to feel value and respected. You don’t want to feel like 
you’re being taken for granted….you want to be appreciated (LP3) 
 




Opportunities to learn was mentioned as something valued by participants in both categories 
of businesses.  
I like to be challenged all the time and have to be able to learn and continuously 
learn.(HP1) 
 
Well in past situations it was the experience it gave me. I had no prior knowledge on 
running a business. So training, managing people, cash, buying. All these things I 
didn’t learn in college. (LP2) 
 
Well you definitely want to feel value and respected. You don’t want to feel like 
you’re being taken for granted….you want to be appreciated. I want respect too. If I 
am showing that I am keen and want to learn and progress, then I want them to put 
time into me.  (LP3) 
 
 
In addition, participants in both categories also spoke about how they value relationships with 
people. There are references to working with employees, customers and external stakeholders. 
The participants value these relationships and recognise their importance. 
Making people happy. (HP3) 
 
I think it was people and the access to how things work that I enjoyed. ……. Yeah. 
A lot of what I do is talk to people. The team or external people, marketing, what I 
do in papers to seeing if you can be known among the community to being on the 
radars of key customers that you are trying to sell to. It’s all about people. The hardest 
stuff is about people and the best stuff is about people (HP5) 
 
a good relationship with employees and also the customers. We wouldn’t be there 
without them(LP1) 
 
The biggest buzz for me is watching people succeed, develop, grow and move 
forward. ……..I’m still in touch with the people that worked for me back then. It’s 




I love styling people and making people happy so that also satisfies me. (LP6) 
 
 
Finally, when it comes to work values, two participants in the low potential sectors mention 
the value of hard work. Both speak about the payoff of hard work. For one, the payoff has come 
in the form of business growth, but the participant also demonstrates a passion for the work she 
does. It is clear that she does not want to hand over her work to anyone else.  
Yes, I’m still working hard after 25 years. I could hire people to do my work but I 
don’t want to. Hard work has paid off, I have grown my business, moved locations, 
opened a franchise store. I love styling people and making people happy so that also 
satisfies me. (LP6) 
 
 
The other business owner that mentioned hard work indicates that by working hard they 
get to ‘reap the benefits’ in terms of business growth and profits. This is similar to the 
comment of the beautician mentioned earlier, about not making money while working for 
others but being able to work hard and reap the rewards owning her own business.  
We also value being able to work hard and get something for it. If you are working 
for someone else you could be working hard and not actually making any of the 
money. At least with us, the harder you work, you will reap the benefits. (LP5) 
 
 
Table 6.4: Sub-themes – Business Owner Work Values 
Business Owner 
Values 
Common High Potential Low Potential 
Creative  X  
Challenging Work  X  
Interesting Work  X  
Communication  X  
Autonomy  X  
Flexibility   X 
Atmosphere   X 





X   
 
 
6.3.3 Business Owner Work Life Balance 
In addition to their reasons for starting a business and their values in work arrangements, the 
participants were also asked about aspects of their own job quality. The survey found that more 
male business owners than female business owners work over 60 hours per week on their 
businesses. Therefore, interviewees were asked about the hours they worked on their 
businesses and the impact on work life balance.  The strongest commonality between both 
categories of business owners when it comes to their own experience is the consensus that work 
life balance doesn’t exist when you are running your own business.  
Honestly, the only time that I’m not thinking about [the business] is when I’m asleep. 
I sleep around 8 hours at night…… You can’t have a work life balance if you’re 
running your own business. Not in the early years. (HP4) 
 
Well this is the thing; I don’t think it exists. People guilt you into thinking that you 
should be balancing things, and you know that yourself but if you take your foot off 
the gas right now the business is going to go down. (HP5) 
 
I’d be able to time work around my own personal life….but as I realised afterwards, 
being your own boss is definitely not a good idea if you want some work life balance 
(LP1) 
 
The thing I struggle with is balancing work and home life, with the three kids. I 
constantly feel guilty that .. you know. You are here in the evenings, someone might 
ring you at 6pm and ask [name] “can you fit me in for this”?. And then it’s a decision, 
do you say no to building a new client or do you go home to the kids (LP3) 
 
There is no balance. I am married to my job completely. My life is my children and 
my job and that’s it. Which is not good. So I really need to pull back but I have been 
saying that for years. It’s just really difficult to. (LP4) 
 
 
Reasons for lack of work life balance across both categories include the needs of the business 
in order to continue growing, as well as the needs of the customers, employees and other 
stakeholders. 
But if you’re planning to grow, you have to work hard. Like I don’t have all the 
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employees that I would like to have or want. I don’t have the money for all of them 
so typically I am doing 6 roles and lots of hats within those. There will come a time 
where I won’t have to do that. That’s my aim, it’s what I work towards. (HP5) 
 
…..because you are looking at the pennies and need to know on a daily basis why 
something isn’t done or you need to troubleshoot day by day really. You cant just 
say I will look after that next week like in other business, you have to get started 
straight away… you need to address everything immediately.  (HP 6) 
 
I suppose it is the fear of not being there, customers not being satisfied. They all tend 
to look for me or mam when they come in, they know the two of us and they expect 
to see us there. (LP1) 
 
We are closed on a Monday and Tuesday. I don’t want people ringing and not 
speaking to anybody. So either [her daughter/marketing manager] or myself will pick 
up the phone and talk to customers on Monday and Tuesday. All of the work we 
do…the result is that phone call and secure a booking. It is ultimately what we are 
here for, to make sure these seats are filled. (LP4) 
 
 
While not finding time to have a true work life balance, some participants do note the 
importance of doing activities to take care of their wellbeing. 
You do need to distract yourself. I do yoga every day and love it. But that’s more 
about me not putting up pounds than it is. And I try to do meditation in the 
mornings. I’m pretty good at it but I don’t always make it. (HP5) 
 
Well I have a personal trainer. I go there Tuesdays and Thursdays at 5am. That 
keeps me grounded and gives a release. I suppose also I’m conscious of spending 
more time with my girls. (LP6) 
 
 
Two business owners highlight that their family commitments require them to have some 
degree of a balance, but because they co-own their businesses with their spouses they do still 
engage in work conversations at home.  
I’m a big fan of a work life balance and I have a daughter. When you have a child 
you have to have a work life balance. I drop her into crèche on the way to work and 
I pick her up after work……..Like [name], the co-founder is also my husband. So it 
is very easy to bring work home. And it is very easy to be still talking about it at 2am 
in the morning, which isn’t good. So we try to be very strict. So ok ‘we are home 
now, let’s try to park work until tomorrow and for the most part we would be very 




But if we didn’t have the kids, we would probably never leave work. But because we 
have 5 children we do have that family balance because we have to. (HP2) 
 
 
Another explains how she hopes to have more time with her son when the business has grown, 
but that is difficult now. 
I have a son and he is nearly 7. I pretty much had the idea for Theya around the same 
time as I got pregnant with him so I look at my company as my second child. It’s just 
not possible to have a work life balance when you’re trying to create something 
lasting and meaningful, I don’t believe, not yet. But as I keep saying to my son, I’m 
hoping that in a couple of years I will be able to spend more quality time with him 




One male business owner explained that while growing his own business he did not have a 
balance, but now that it is established, he achieves more of a balance between work and life. 
He did comment however that it took him ten years to achieve this.  
So initially there was less flexibility but when the business was established, which 
probably took 10 years really to be comfortable and employ more people and step 
back somewhat. As the business expanded, I had to put a lot of time and energy into 




Table 6.5: Sub-themes – Business Owner Work Life Balance 
Business Owner 
WLB 
Common High Potential Low Potential 
Doesn’t Exist X   
Business Needs 
Prevail 
X   
    
Balance Achieved   X 
Family Needs Force 
Balance 




6.3.4 Business Owner’s Working Hours 
Linked to work life balance the number of hours the business owners work in the week was 
also discussed during the interviews. The discussion also explored what factors contribute to 
the number of hours the business owners work and whether they tend to bring work home with 
them.  
 
For business owners in both categories working hours appear to go over and beyond a normal 
39/40 hour week. In fact, those in high potential businesses go as far as saying it is not possible 
to switch off.  
(laugh), See when you are self-employed you don’t count hours. We don’t clock in, 
we don’t clock out. We are always, I mean, we work together so we are always 
talking about the business. But it’s not a strain or a pressure (HP2) 
 
I would work about 60 or 70 hours. I don’t even recognise I’m doing it. (HP3) 
 
Honestly, the only time that I’m not thinking about [the business] is when I’m asleep. 
I sleep around 8 hours at night. (HP4) 
 
If I looked at it and actually worked out a number I would probably be blown over 
in shock. (HP5) 
 




Even for those who try to keep the work at 40 hours a week they have acknowledged that work 
does spill over to their home life, particularly those who are in business with their spouse.  
It’s typically 40 hours a week. It can obviously spill over at home. ….. I would be 
very 9 to 5.30 within the office. But I would tend to work through lunch and I will 
bring my laptop home. Like if there was a project that was up and running with a 
deadline, I would work when she [her daughter] goes to bed…………. Like [name], 
the co-founder is also my husband. So it is very easy to bring work home. And it is 
very easy to be still talking about it at 2am in the morning, which isn’t good (HP1) 
 
 
For half of the business owners in the low potential businesses, they also worked far more hours 
than a normal full-time working week.  




I would probably work an 80 hour a week every week (LP4) 
 




Businesses that have been established a long time do appear to be able to manage some level 
of balance. 
I’d say I would do about 43 or 44 hours a week. (LP1) 
 
At the moment, I might only do 3 or 4 days a week but they would be 10 hour days 
(LP2) 
 
On average, 35 hours each of us on the business. And maybe one hour a week at 
home on the books. (LP5) 
 
 
The reasons given for working a large number of hours were business needs. This was 
unsurprising given they indicated that their business is their life. 
In the case of this business I would be working on doing the sales and marketing, 
trying to develop up the offering, making contact with the companies we are in 
contact with, develop up their understanding of what we are doing and hopefully get 
an order off them. (HP3) 
 
…if you take your foot off the gas right now the business is going to go down (HP5) 
 
So I wanted to keep costs back and because of my varied background, I mean I was 
managing director but I took care of everything. I was in charge of HR. I was in 
charge of production in terms of quality of the our services, so I did everything and 
I was just to ensure that there was no I suppose money going out to the 
company…that I could have saved because I could do it myself. (HP 6) 
 
It is ultimately what we are here for, to make sure these seats are filled. (LP4) 
 
Yes, I’m still working hard after 25 years. I could hire people to do my work but I 
don’t want to. Hard work has paid off, I have grown my business, moved locations, 
opened a franchise store. I love styling people and making people happy so that also 





Other business owners noted peak times for their business where they may be required to 
put in extra hours. 
Out of hours I wouldn’t have much…unless it’s the end of the month and we are 
panicking to get our paperwork done. (LP 1) 
 
When it’s busy really. At Christmas time, this town is crazy and there is a huge 
demand. I would open 7 days a week at Christmas. Like last Christmas I was here 
until about 11pm at night. You literally don’t go home. But that’s when you make 
your money. (LP3) 
 
 
Table 6.6: Sub-themes – Work Life Balance (WLB) and Working Hours 
WLB and Working 
Hours 
Common High Potential Low Potential 
No WLB X   
Work 40+ Hours X   
Not Possible to 
Switch Off 
 X  
Business Needs X   




One business owner in a high potential business mentioned stress. She highlighted that running 
a business with her husband means that issues are brought home and that can be stressful. 
But if there is a problem it can end to come home with you and you have to discuss 
it if it’s on your mind. And that’s probably the dangerous part because that’s when it 
is stressful. Because obviously there is an issue and you’re stressing about it and 
you’re bringing it home and you’re stressing about it at home. So that’s probably 
more the challenge. Again. The way we try and manage it is try not to bring it home. 
Or if it’s something that we need to address just talk about it and be like ok, that’s it 






6.4 Theme 2 - Growth 
The survey highlighted that male and female business owners have different growth aspirations 
when it comes to job creation. This finding, along with the decision to investigate the 
experiences of high potential and low potential business owners, led to the inclusion of business 
growth as a theme in the interviews. Participants were asked about their aspirations for growing 
their business, their approach to growing, challenges they had encountered, if they would do 
anything differently looking back and what their aspirations for growth are going forward. 
Initially participants were asked about business growth in general. Then it was followed up 
with more specific probes on jobs and revenue where relevant.  
 
6.4.1 Aspirations for growth at the beginning  
Participants were asked about how they imagined their business growing at the very beginning. 
There is a clear difference between the responses of those in the high potential and low potential 
businesses with this regard. Apart from two exceptions, the high potential businesses, even 
though some had no idea of how it would grow, they had anticipated the direction of their 
growth.  
Like, we had no idea, because nobody had any idea how the market was actually 
going to go. We had a hunch, and a strong hunch that it would change in the way 
that it has, and there would be lots of customers for what we were offering. (HP5) 
 
Well I suppose when I was employed by the American parent, I had done a lot of 
promotions, I attended a lot of conferences, so I knew the market was there. And I 
had made the contacts myself as well, so I knew how to grow it because of the 
contacts I had made attending all the healthcare conferences. (HP6) 
 
 
Two business owners mentioned that they knew the markets they would have to tap into at the 
beginning in order to grow. 
 
We always had a global, well ok, you can’t get all of the world, but we always had 
a focus outside of Ireland from the beginning, the UK being our nearest neighbour. 
(HP2) 
 
I always knew from day 1 that we had to sell into health boards like the NHS and 
the HSE and also that we have to be selling into medical so I knew nothing about 
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healthcare, I knew very little about breast cancer when I started but I knew that all 
had to be ultimately what we were aiming for and that’s what we achieved (HP4) 
 
 
One participant acknowledged that she and her partner were a little bit naïve when starting out, 
not really knowing how things would work in the entrepreneurial space 
Do you know it’s funny? Because I think if I knew then what I know now I never 
would have done it. …… we went into it very naïve. I think there is so much going 
on in the entrepreneur space in Ireland and there are so many supports. And you 
hear about these overnight successes that you just believe that you’re going to be 
one of them. We thought, sure why wouldn’t anyone buy our product? (HP1) 
 
 
In contrast to all of the aspirations mentioned so far, one male business owner explained how 
when he and his business partners took over their company in 2015, he didn’t want it to grow. 
He wanted to focus on the sustainability of the company. 
Well I didn’t want it to grow. I wanted to make sure that it was sustainable because 
the problem with a lot of companies is that they think that they can move it from a 
€5million to a €50 million company. Quite clearly, a company like this can’t do 
that. But if you can make sure its sustainable and gives good employment. That’s 
what you want. (HP3) 
 
 
The business owners in the low potential category tell a different story. The majority, while 
they hoped their business ventures would work out, they did not have any specific growth 
aspirations at the beginning 
I really hadn’t a clue. There was no master plan. We did a business plan for the 
bank but there was no scientific measures. But I suppose I knew I could do it and 
would be able to build the business (LP2) 
 
We didn’t. We just went with the flow and hoped for the best. (LP5) 
 
I didn’t really think about it. My focus was on finding a good brand that I could see 
working well for customers. (LP6) 
 
 




Well I hoped it would. I was fairly confident that there was a good market there, 
but it went beyond all my expectations. It definitely grew faster than I 
expected.(LP1) 
 
Not this well. I’m definitely doing better than I ever thought I would. I didn’t think 




Finally, one of the business owners in the low potential category had a different story to 
tell. She explains that she had actually planned to franchise in her business plan and has 
less restaurants now than she had planned for. She explained it was a lot harder than 
expected. 
I knew that it was going to grow the way that it did. Actually I had a plan to 
franchise [the business]. I always wanted to franchise the brand. In fact my business 
plan had more restaurants that we currently do so it was a hell of a lot harder. And 
I’ve learnt that in business….whatever you plan on doing is going to cost you more, 
it’s going to take you longer and it’s going to be heart-breaking, way more heart-
breaking than you could imagine. (LP4) 
 
 
Table 6.7: Sub-themes – Growth Aspirations 
Growth 
Aspirations 
Common High Potential Low Potential 
Had Aspirations  X  
No Specific 
Expectations 




6.4.2 Approach to growing the business 
Following on from discussion on growth aspirations, participants were asked about their 
approach to growing their businesses. When it comes to growing the business a number of 
different themes emerged through the interviews. They include hard work, future planning, 




The need for hard work in growing your business came up in interviews with business owners 
from both the high potential and low potential businesses.  
We are always [working], I mean, we work together so we are always talking about 
the business. (HP2)  
 
Like in a start-up you’ve gotta work hard and put in the extra time and effort (HP4) 
 
But if you’re planning to grow, you have to work hard (HP5) 
 
I couldn’t leave the business in the early stages, there was so few people there. So 
initially there was less flexibility but when the business was established, which 
probably took 10 years really to be comfortable and employ more people and step 
back somewhat. As the business expanded I had to put a lot of time and energy into 
infrastructure in the shop, new systems, shelf space and shop fitting. It was full on 
(LP2) 
 
It took 3 years. I don’t care what anyone says, it takes 3 years to get traction. 3 years 
of hard work and not a lot of return (LP4) 
 
Hard work is how we grew (LP5) 
 
Hard work…and I’m still working hard after 25 years. (LP6) 
 
 
Knowing the clientele or building relationships with clients and customers was another 
common approach to growing businesses. Some respondents worked at the relationship 
building aspect of customer care. 
There is a ton of stuff that I need to do to make relationships. I could be selling to 
a customer for two years or longer before they bite the bullet, they become a 
customer, but they will be with us for 5-10 years. If they are not going out of 
business they will stay with us. So the types of customers we get, we really are very 
sticky with them. (HP5) 
 
It was about breaking into the public sector and getting some clients there but it all 
takes a long time to build up. I mean I was talking to some of my existing clients 
for two years before I finally got business from them (HP6) 
 
 
Another business owner already knew their customer base from previous experience 
working for someone else in the same town.  
207 
 
Well I suppose, we knew our clientele, we knew the population. We live locally. 
We are friendly with all the customers because we had previously worked in the 
town so that definitely helped (LP1) 
 
 
In addition, creating an appropriate environment for customers was a priority for one 
business owner.  
Well I suppose creating an environment which makes it easier for people to buy 
your product, whether that’s shop fitting and layout. But I suppose that’s all 
customer service. (LP2) 
 
 
Finally, having a brand that works for customers as well as ensuring repeat business 
through word of mouth were also important for some small business owners.  
I’m constantly getting new clients and it always seems to be referrals from friends. 
That’s a great compliment. People seem to be happy (LP3) 
 




Location came up in a number of interviews. For high potential businesses, knowing that they 
had to focus outside of Ireland was important in their growth strategy. On the other hand, the 
low potential businesses mentioned the importance of their location when it came to customers.  
We always had a focus outside of Ireland from the beginning, the UK being our 
nearest neighbour. (HP2) 
 
We live locally. We are friendly with all the customers because we had previously 
worked in the town so that definitely helped. (LP1) 
 
I was originally in [a town] and then moved to [a different village] which would 
have a higher footfall of people looking for luxury fashion. (LP6) 
 
 
One business owner in the low potential sector highlighted how his approach to growing 
surprised some of his other colleagues in the industry. While he had the opportunity to grow 
and expand with multiple stores, he chose to stay small. 
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And we have turned down the opportunities to open other pharmacies. I wouldn’t 
have felt it was ok for it to be done in my name without me being there. Whether 
that’s a control freak thing or whatever, it wasn’t all about the money, it was making 
sure people were looked after and it sounds like I dont know, but we could have 
had 5 or 10 shops if we wanted but it never felt right. Friends have but they enjoy 
the business side, I don’t. (LP2) 
 
 
Two of the high potential businesses mentioned that their processes helped them grow. One 
company attributes their success to starting out operating in a lean fashion. The other 
acknowledges their efficiencies in having processes established and ready to go when needed. 
We’ve been really really lean for a long time and I think that’s what enabled us to 
grow quite well. (HP1) 
 
I suppose what we understand is, if we don’t have a process for every single thing 
we do in this business, then we can’t grow it. So the last thing I want is a new 
employee starting and I have to write a contract and give it to them. Like my time 
is, I don’t have time to do things like that. So I need to make sure, as the CEO and 
owner of the business that those processes are in place and that they are being done, 
whether I’m here or not. (HP2) 
 
 
One company mentioned that they have always had to look ahead at the next three years 
because of their support from Enterprise Ireland. They highlight this is not what they set out to 
do, it is just a consequence of their funding.  
Yes, with a lot of government funding, the local enterprise board and enterprise 
Ireland, they expect a certain amount of growth before they even consider you for 
investment. …... So we would have always been looking at the next 3 years, what 
is the growth going to look like and how are we going to get to those numbers. But 
they have always been in the background. Not because its what we set out to do but 
because they are the expectations of a lot of the organisations when they are 
investing in you. (HP1) 
 
One woman in the low potential sector admitted that she didn’t really think about growth in 
starting up her business. She was happy for it to happen slowly 
My attitude was if I sell one today, then two tomorrow it would be great. It was one 





Finally, for one new business owner, her genuine interest in what she does and her energy to 
learn about new products, as well as investing in quality products has facilitated her growth. 
I get good products. I get trained with the waxing. My bill for wax would be way 
more expensive than what I used use, but it’s better wax so I’m busier with the 
waxing. People just know it’s better and I train with the provider…… My 
tan…everything I use I try to use the best of everything….. And also I have always 
been interested in beauty.  I have a real, genuine interest in it. It’s not just something 
I’m doing to pay the bills. (LP3) 
 
 
Table 6.8: Sub-themes – Growth Approach 
Growth Approach Common High Potential Low Potential 
Hard Work X   
Future Planning  X  
Relationships X   
Client/Customer 
Focus 
X   
Owner Control   X 
Location X   
Process Efficiency  X  
Not a Concern   X 
 
 
6.4.3 Would the business owners do anything differently? 
To end the topic of approach to growing the business, participants were asked if they would 
have done anything differently in growing their business. The high potential firms were almost 
in unison saying that they would not do anything differently, seeing any mistakes they made 
as part of the learning process.  
Probably not. I think you have to make the mistakes to learn and I think we were 
lucky. We didn’t make very serious mistakes. Like obviously we made mistakes 
but they kind of helped shape the business and who we were and helped us move 
forward. So off the top of my head probably not like (HP1) 
 
No, I don’t think so. This is not our first business, we do have experience. So I 





While one of these business owners did end up changing her team down the line, she 
acknowledges that she wouldn’t have been able to afford them at the beginning and therefore 
would make the same choices again. 
Not really because I was saying that I ended up changing the whole team last year 
but at the beginning I didn’t have very much money so I didn’t have the budget to 
hire exactly what you wanted. (HP4) 
 
 
There was one outlier in the high potential businesses who feels that he may not have taken on 
as many staff as he did. He has recently had to make some redundant.  
Maybe I wouldn't have taken on so many staff but then the work was there at the 
time so, you know, you have to go with what is there..we had to service the work, 




For the participants in the low potential businesses some did acknowledge that they would do 
some things differently. One pharmacist would have put more time into looking at their stock 
control, the beautician would have preferred a more accessible premises and the restaurateur 
admitted to making mistakes due to lack of experience in the industry. 
Definitely our stock levels is a big issue. We tend to have a lot of out of date 
products and I think it has been an issue down through the years. (LP1) 
 
I wouldn’t have come here to this premises. The thing I hate is I don’t have my own 
front door, it is shared with the hair salon downstairs. If I could have the space 
downstairs…I mean, a mother with a buggy can’t come up to me. An older woman 
which I would have had a lot of older clientele when I was working previously. 
Some of them can’t come up the stairs. Or someone heavily pregnant could struggle 
with the stairs (LP3) 
 
I would have. I would definitely have done a few things differently. I think because 
I wasn’t an expert in the restaurant business, the lack of knowledge and experience 
made me make a few expensive mistakes. A silly example, when we did baby [name 
of business], I had a massive deli counter which I had made specifically for me and 





One business owner in a low potential business acknowledged that while there were 
opportunities to do things differently, he doesn’t have any regrets about not taking them 
up. 
There are probably things, like services we might have invested in for example, but 
I don’t have any regrets about stuff we didn’t do. But that may be my personality 
because when I tend to make a decision about something, well me anyway, I don’t 
think about it again. When I look at all the information available at the time I’m 
happy with the decision I make. For example having a Clarins counter, I didn’t 
think it would grow the business so I don’t regret it. (LP2) 
 
 
Table 6.9: Sub-themes – Would You do Anything Differently? 
Anything 
Differently 
Common High Potential Low Potential 
Yes   X 
No  X  
 
 
6.4.4 Challenges /Growth Constraints 
So far in this chapter, the findings have focused on characteristics of the business owner 
themselves as well as their own experiences. The foundation of this study and the research 
questions is to look at the findings looking at participants as employers rather than solely as 
business owners. This will be the focus of the majority of the findings going forward. Because 
business growth has the potential to impact the experience each business owner provides its 
employees, participants were asked about what they saw as the main growth constraints for 
their businesses. Finance, staffing, economic climate, the market and work life balance all were 
mentioned as obstacles or issues that had to be dealt with. The challenges were similar for both 
high and low potential businesses. 
 
 
Raising finance and the issue of cashflow came up in the interviews as key concerns.  
Well I would say finance. It’s obviously very difficult to raise a lot of money at the 
very early stage of the company but even if we had done that, we could have raised 
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millions and given up a huge amount of control or equity of the company to have 
that maximum growth, but it’s just not a strategy we wanted to take. (HP1) 
 
Making sure that you have enough money in the bank. Because cashflow is the 
thing that will catch you. Especially in our thing where you are selling to 
enterprises, the cash you have in the bank, you could get a big lump of money, could 
lose half of it on an exchange rate, depending on what Trump is saying. But you 
could also get it 3 or 4 months after you expect to get it. You have to be prepared 
and be nimble. I’m good at it but it takes a lot out of me. I would love to grow this 
to a point where I don’t have to do that. (HP5) 
 
When I first started [the business], I’m not joking, I didn’t have a penny to my 
name. I had no idea how I was going to finance this. 6 weeks before we opened the 
doors I still didn’t know how I was going to finance it but I was determined to make 
it happen. (LP4) 
 
 
Linked with financing the business venture and cashflow, the owner of the coding firm 
highlights the challenges that the cost of doing business in Ireland has presented.  
I think what has constrained the growth for us compared to other countries where 
you could outsource coding to,  has been the high cost of doing business in Ireland.  
We are too high cost, insurance is too high, Rents are too high, rates are too high. 
Salaries are too high. Everything is too high. (HP6) 
 
 
Another key concern is having the right people on the teams for the business owners. One 
business owner highlighted that this means that sometimes remote workers are needed as the 
skills aren’t available locally. 
A lot of companies are opting for remote teams now, even larger companies, not 
just start-ups, because they are still struggling to find employees. And if you can 
get an excellent team and they are based all over the world, what does it matter. 
They don’t necessarily need to be in the office sitting beside you.  (HP1) 
 
 
Staying with the issue of personnel, another business owner argued that if money was no object, 
she would have more people on her team, however, the business cannot afford it.   
I mean, it’s always people. If I won the lotto in the morning what would I do? I’d 
go out and employ more people. So we are not funded. We are self-funded and our 
business has no loans or anything. So it’s an organic growth. We can only hire as 
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many people as the business can afford to pay. And if we had a bigger team, we 
could get to where we want to get quicker. (HP2) 
 
 
A different business owner highlighted that her original team wasn’t working, and she had no 
choice but to change her entire team. She alluded to the fact that she could not afford this team 
until her business grew. 
Your team is so important. I didn’t have the right team up until last year and I didn’t 
have the right board either actually, so I suppose at different times of growth in a 
company, you require different things from both your board and your team and I 
realised last year that mine were not fit for purpose. I got rid of all employees and 
kept one board member last year. I re-did the whole team (HP4) 
 
 
One of the participants in the low potential firms identified staffing as an issue in a business 
that engages with its customers in person on a daily basis.  
Probably staffing issues, because we probably could do with more staff and it isn’t 
really financially viable to have any more staff. We are trying to work around what 
we have (LP1) 
 
 
Two high potential firms outlined the importance of knowing your market or targeting the right 
customers which can prove challenging. A threat of competition in the market was explicitly 
mentioned for one low potential firm. 
Your choice of markets can have a massive impact on how you’re going to 
grow…..But definitely the road can be shorter or longer depending on what market 
you go into first. For us, the UK was always an important market and we became 
an NHS supplier in 2016. That was also the year that Brexit was announced. So that 
made becoming an NHS supplier pretty much meaningless because the NHS 
stopped spending money (HP4) 
 
We figured out that there was a common set of things that these companies were 
looking for and that’s what we should make a product out of. Now, there weren’t 
enough of them initially…… There is a ton of stuff that I need to do to make 
relationships. I could be selling to a customer for two years or longer before they 
bite the bullet, they become a customer, but they will be with us for 5-10 years. If 
they are not going out of business, they will stay with us. So the types of customers 




Well I suppose there is a lot more competition. I was the only boutique initially, 
now there are eleven. People have choice now and don’t necessarily come to me. 




One low potential firm, a hair salon, highlighted that if they wanted to grow and compete now, 
they would have to take a very different approach than they have. They are happy to maintain 
as they are without competing at different beauty awards and on social media. 
I suppose where we are at like, we see other salon and they would be putting 
themselves forward for bride of limerick awards and all of this and putting 
themselves out there more. Because of our ages I am not trying as hard. …… I just 
want to do what I have to do, not necessarily grow. …… I’m just happy with what 
we have and I think age is a lot to do with it. (LP5) 
 
 
While work life balance is discussed in section 6.3.3., it was also mentioned as growth 
challenge by a number of different participants, both high potential and low potential.  
You can’t have a work life balance if you’re running your own business. ….. It’s 
just not possible to have a work life balance when you’re trying to create something 
lasting and meaningful, I don’t believe, not yet. But as I keep saying to my son, I’m 
hoping that in a couple of years I will be able to spend more quality time with him 
because I will have created something that doesn’t need me driving it all the time. 
(HP4) 
 
I couldn’t leave the business in the early stages, there was so few people there. So 
initially there was less flexibility but when the business was established, which 
probably took 10 years really to be comfortable and employ more people and step 
back somewhat. As the business expanded I had to put a lot of time and energy into 
infrastructure in the shop, new systems, shelf space and shop fitting. It was full on 
(LP2) 
 
The thing I struggle with is balancing work and home life, with the three kids. I 
constantly feel guilty (LP3) 
 
Two participants mentioned the 2008 Global Financial Crisis as an issue in their business. For 
the high potential firm it caused issues with cashflow. For the low potential firm it was a relief 




Well to be honest with you, the 2009 downturn caught us. We were developing so 
we needed cash and we couldn’t get cash anywhere. The most we could get off a 
bank was a quarter of a million and we had 50 million of a turnover. So quarter of 
a million was nothing. (HP3) 
 
Obviously the recession was a big one. We decided that we weren’t going to 
compromise. We weren’t going to increase prices or compromise on quality of 
produce so we maintained standards, gave great value. We thought for the short 
term we need to work with our guests. We want them in here so we tweaked pricing. 
Never increased it. We had the most amazing offers when we could. And knew that 
when the recession was over we still had our customer base. (LP4) 
 
 
Table 6.10: Sub-themes – Growth Constraints 
Growth Approach Common High Potential Low Potential 
Finance X   
Cost of Doing 
Business in Ireland 
 X  
Staffing X   
Economic Climate X   
Market/Competition X   
Work Life Balance X   
 
 
6.4.5 Growth Facilitators 
As well as growth constraints, growth facilitators were discussed in the interviews. When asked 
about what facilitated their business’ growth, the participants in the high potential businesses 
mentioned two key factors: their team and their market or customer base.  
 
Having a strong team was something the high potential participants were grateful for, 
attributing a share of their success to such. 
We have a really strong team. It’s one of the major reasons for the success of the 
company and when you have other people involved it’s a lot easier to imagine it 




I suppose we are lucky, we have a really strong team now. And we do do a lot of 
our digital marketing, our photography, our visual merchandising, graphic design. 
That’s all kept in house. So the biggest team of ours is a creative team. (HP2) 
 
And of course your team. Your team is so important.(HP4) 
 
Second of all because my team was very good. They are all very professional and 
they are excellent at what they do. (HP6) 
 
 
The importance of understanding the market, meeting a gap in the market and having a 
customer base that will remain with the business also became apparent during the interviews. 
And having the right product market fit. Really understanding your market so that 
you are selling to the right people, you position yourself in the right place. You 
grow quicker without consuming too much expenditure (HP1) 
 
We have a global focus at the moment, with a big focus on Asia, UAE, Russia, 
China. I suppose when we are not just focused on Ireland, the world is so much 
bigger. (HP2) 
 
Well there is a need. There is a gap in the market for the products that we have 
(HP4) 
 
So the types of customers we get, we really are very sticky with them. So they are 
big and there is not that many of them but they are life long customers. It’s 
repeatable revenue which is what we want. (HP5) 
 
 
Building on the idea of understanding the market, one business owner spoke about the 
networking effort he put in to build relationships with potential clients as a facilitator of the 
company’s growth.  
First of all it was because I was the face of the company and I created personal 
relationships with everyone I came across. Like again, attending conferences, 




For low potential businesses on the other hand, the emphasis was placed on customer service. 
Having the right environment for the customers and keeping them happy. 
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We have more [staff] then that are good with customers and stay chatting to them. 
And if they are chatting, they will come back. Some of the customers will even 
come back just for the daily chat. (LP1) 
 
Well I suppose creating an environment which makes it easier for people to buy 
your product, whether that’s shop fitting and layout. But I suppose that’s all 
customer service (LP2) 
 
I think the look or what I try to portray is a nice environment. Good treatments, 
professional (LP3) 
 
Our customers have organically encouraged us to grow. We haven’t grown without 
them asking us to grow. (LP4) 
 
 
One low potential business owner acknowledged her attitude has also facilitated her success. 
Everybody thought I was absolutely insane, it wasn’t a great time with the economy 




Table 6.11: Sub-themes – Growth Facilitators 
Growth Approach Common High Potential Low Potential 
Team  X  
Market  X  
Customer Service   X 
Attitude   X 
 
 
6.4.6 Future Growth Aspirations 
Finally, within the growth theme, interviewees were asked about future growth aspirations. 
When it comes to future growth aspirations, participants were asked about general growth of 
the business, in addition to growth in the number of jobs they are creating. The responses were 
mixed across both high potential and low potential businesses.  
 
Only one business owner in each business category specifically mentioned expanding to 
different offices or branches of their business. A high potential firm anticipated setting up a 
218 
 
call centre in a more rural region in the country. Similarly, the restauranteur with three existing 
restaurants, envisaged adding new locations to her chain. 
My husband is from Tipperary, so it’s now we are thinking can we set up different 
offices or call centre is a big part of our business, can we set up a call centre maybe 
in one of the more rural parts of Ireland because there are lots of incentives around 
that with job creation in mind and sustainability. (HP1) 
 
We are looking at other sites so there is no question that it will grow. (LP4) 
 
 
Two high potential business owners mentioned revenue. One mentioned that they do not plan 
for their turnover to increase while another mentioned that she had a target revenue that she 
would like to reach of €10 million.  
The turnover won’t go anywhere. Turnover will stay around 5 or 6 million, that’s 
where it will stay and that’s where I will be happy with it. There is a saying, turnover 
is vanity, profit is sanity. And that’s kind of our motto here is profit. If you turnover 
6 million and make 600,000 fine, why turnover 20million to make 600,000, it 
doesn’t make sense. (HP3) 
 
I’d like, we are not yet at 10 million and I really want to hit that mark, it’s something 
that I personally want to do. It’s easier said than done but there is definitely a route 
to get there. (HP5) 
 
 
In addition to the restaurant chain, one other low potential business is hoping to expand in the 
future. As she owns a relatively new business, less than one year old at the time of the interview, 
the plans are not yet concrete.  
I have always said that [I would grow], whether I would open another separate salon 
or move and make one big huge salon. It was always in my head that I would like 
to create jobs and all that but I didn’t think I would need someone this quickly. I 
didn’t think I would be this busy as quick. (LP3) 
 
 
Most of the other low potential business owners did not mention plans for growth. In fact, one 
mentioned that they did not plan to grow. 
Well I don’t have any big plans. And a proper business person would say well this 
is what we are going to do next year. And friends of mine are always talking about 
turnover and profit. For me, without any big plan I want to focus on buying 





One interview took place during the Covid-19 pandemic. This business owner had a difficult 
time in early 2020 when his main client just pulled their business with 24 hours’ notice and he 
had to put 22 people on temporary layoff. He had just secured contracts to save these employees 
just before the world went into lockdown. He was relying on business from the US, which at 
the time of interview, did not look promising.  
Well, hopefully we'll still be going. I don't know where it’s going to end to be 
honest. Covid is having a huge effect on it because we're predominantly dependent 
on US markets and the US market is still closed and they don't know when it's going 
to reopen. All the states are being governed by different Governors who have their 
own take on things and as just from dealing with Americans they can be very 
anxious, especially when there's anything health wise is going on. So, I don't know 
basically will it normalize.  (HP6) 
 
 
This business owner, while he hopes to be still going, is likely go from having 45 employees 
to 5, as there are only 5 of his employees working on Irish contracts.  
Our work volumes are decreasing every single week and we're probably I don't 
know we could end up with no work to do maybe in a month's time. Apart from, I 
have five working on Irish contracts and there might be only works for those five 
and that's it. (HP6) 
 
 
While there is hope that some of those clients will come back once lockdown has finished, it 
could take at least 6 months which might not be a sustainable option for the business.  
I'm hoping those customers will come back to me but there's no guarantees. They 
might not have enough work themselves for another 6 months so it wont be worth 
my while continuing on for 6 months so I might just have to close…….. Like 
Ireland opening will be no good to me. I need the US to open up, you know. I 
wouldn't care if lockdown hit in Ireland and lasted another few months as long as 




Table 6.12: Sub-themes – Business Growth Aspirations 
Growth 
Aspirations 
Common High Potential Low Potential 
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Plans  X  
No Plans   X 




6.5 Theme 3 - Supports 
The third theme discussed in the interview was that of supports received in setting up and 
growing one’s business. The survey found that women are significantly more likely to get 
support from a bank or other financial institution and men are more likely to receive no support 
of monetary value. It further found that the most common type of support received for both 
male and female business owners was financial, closely followed by advice and mentoring. 
More women than men engaged with networking and business development workshops. These 
findings in addition to the fact that Enterprise Ireland, the primary organisation for supporting 
businesses in Ireland, only provide support to businesses who are internationally trading and 
manufacturing.  
 
Interview participants were asked about the support, both financial and non-financial, that they 
received is setting up and growing their businesses. Some clear differences in experiences 
between business owners in the high potential category and those in the low potential category 
emerged. A third theme of support also emerged, with a number of participants referring to the 
support they received from their families. A discussion of financial, non-financial and family 
support follows. 
 
6.5.1 Financial Support 
When it comes to financial support the interview findings highlight a clear divide between 
support for high potential and low potential sectors. All of the firms in the high potential 
businesses have received support from Local Enterprise Offices or Enterprise Ireland. 
Enterprise Ireland provided funding for research and jobs.  
In terms of financial support, we have generated a lot of sales, but prior to that we 
had help from the LEO and Enterprise Ireland, government funding (HP1) 




We did. We got support from Enterprise Ireland on capital, on employment, on 
training, everything. (HP3) 
 
Oh everything really. I got the female feasibility fund which I did my market 
research with in 2012. Then in 2014 I got the CSF, competitive start fund, I closed 




The medical coding firm was initially receiving support from the IDA but that transferred to 
Enterprise Ireland when the current owner bought out the company.  
As in I had already been approved for an IDA grant because we were an FDI  
company and I entered into a process then where I got the grant transferred over 
from the IDA to Enterprise Ireland so that they could administer the grant. (HP6) 
 
 
Once participants outlined that they were getting financial support from those organisations 
they were asked what requirements had to be met in order to qualify for the support. Job 
creation and growth came up as key criteria. 
 It’s just more that they are looking for a certain kind of growth arc within businesses and are 
looking for you to kind of match that. Obviously like what they are trying to encourage is 
employment so it is a big part of their criteria but it’s not the be all and end all. (HP1) 
 
Enterprise Ireland did help with job expansion. Well when I say they helped, they 
gave us something for three employees, so it’s not going to change your 
world……… people might think oh their employing 30 people because it’s funded. 
But it’s not what people think it is. They gave a contribution towards 3 employees, 
not towards 30. ………. Like you don’t get funding unless the jobs are needed and 
unless you can prove that your business is going places 
 
Of course. Job creation is one of those things. So yes, we have to hit our milestones 
and targets in order to continue to get funding. (HP4) 
 
I had to create a certain amount of positions and the money would only be paid once 
the positions were in place for at least 3 years. I was getting money for job creation, 
but it had to be jobs that were still there in a few years timeand the jobs that may or 





On the other hand, firms in the low potential businesses received no support from organisations 
such as Enterprise Ireland or the Local Enterprise Offices. Some took out loans, others got 
support from their family or used savings. 
We received a loan from the bank. Also the drug company gave us a few months 
credit and supplied us with the necessary drugs. (LP1) 
 
No outside of my parents no. I don’t even think we approached anyone.(LP2) 
 
No, didn’t even go there. It was [the bank] and in fairness they have been the best 
bankers in the world. I would never change. (LP4) 
 
 
While some of the firms in the low potential businesses didn’t look for funding, those who did 
could not find any that would support their businesses.  
I’m sure back then though if we thought we were eligible for something we would 
have approached them but I don’t recall anything being available. We would have 
been savvy about that. (LP2) 
 
I definitely looked into it. I did a lot of searching online. I don’t know what specific 
organisations but couldn’t find anywhere that would give me a grant for 
beauty……… There was another government agency I could go to in [local town] 
but would not support beauty at all. (LP3) 
 
 
One of the business owners was even told she would need to give up her job and be unemployed 
for a year before she would qualify for a grant to help her with her business. 
I was told about social welfare grants so I did investigate. ……. There was a start-
up grant for around €5,000. I was told I would need to be unemployed for a year 
before qualifying for that grant. So they wanted me to give up the job, sit at home 
for a year and then get the grant. Obviously, I am not going to do that. I just thought 
it was so backwards. (LP3) 
 
Table 6.13: Sub-themes – Financial Support 
Financial Support Common High Potential Low Potential 
Government  X  
Loans   X 
Savings   X 




6.5.2 Non-Financial Support 
A similar pattern emerges when discussing non-financial support sought out by each of the 
companies. Participants whose businesses were in the high potential category received non-
financial supports in the form of mentoring programmes, finance workshops as well as training 
and marketing assistance. Two participants highlighted the value of Enterprise Irelands 
connections and offices in other countries. Another CEO highlighted their support for her in 
completing an MBA.  
Yeah, they have mentor programmes, classes where you can do finance workshops 
and things like that. (HP1) 
 
And they have offices all over the world, so for example, we just signed with a 
distributer in Dubai. So enterprise Ireland have offices over there and people that 
work in those offices and they will help you. You could use that office as a base 
when your researching that market and they will help you if they know anybody out 
there in the same area, like cosmetics like we are in, they put you in touch with them 
and certainly in New York they have also helped us with some, like if they know 
any press or PR people they will put me in touch with them, they will get me that 
meeting. So they are very good internationally and you can use their resources and 
their offices in any country in the world. (HP2) 
 
Oh yeah. I have a very good development advisor. At this point I would have 
personal relationships with a lot of people who work in their offices around the 
world. I think their market research library is amazing. The courses they make 
available to you are good. The discounts and the supports like med in Ireland. We 
are going to Dubai on the EI stand next January. They are brilliant. They are very 
good at what they do. (HP4) 
 
Enterprise Ireland. They have been great. They sent me on that MBA I spoke about 
earlier. They give it to 30 CEO’s every year. It was amazing. (HP5) 
 
 
Another high potential business highlight the support it received with its marketing strategy. 
So they have done a strategic marketing review with us which was really good. So 
you bring a marketing consultant on their approved list comes in and they do a 
series of workshops about six workshops, which are a day long and over a 12-month 
period and then you end up then with her strategic marketing review at the end that 





In a similar way to the financial supports, participants in the low potential sectors did not receive 





No. I just surrounded myself with really good friends. I had friends who owned 
restaurants and they gave me really good information. The best advice I could give 
anyone who goes into business is surround yourself with amazing people. (LP4) 
 
 
However, one highlighted that there were workshops available but unsure of who was running 
them. Another highlighted that they should have looked into it further but hasn’t so far. 
I had no time to go to those workshops as I had to get in and  get it all done in two 
weeks. So while there was workshops I just didn’t have the time. (LP3) 
 
No, and actually I think I should have. I should have looked at what was there but 
I just went for it. I do know that they offer great soft supports and also financial 
support for getting your business online so it is actually something I’m interested 
in going forward. (LP6) 
 
 
Table 6.14: Sub-themes – Non - Financial Support 
Non - Financial 
Support 
Common High Potential Low Potential 
Government  X  




6.5.3 Family Support 
An additional and unexpected theme emerged under support and that was the support of family 
members. While unexpected, it is important to note that it only came up in three interviews. 
This support was financial for one firm in the low potential category, however, was important 
in other ways for those in the high potential category. One participant highlighted how their 
parents support helped them make the decision to leave their jobs and start their business. 
Another participant highlighted that without their children, she and her husband would work 
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all of the time.  
And we have supportive family’s aswell. When we told them we were going to be 
leaving our jobs to do this they weren’t like oh my God you’re mad leaving your 
job. They were like great, good on you, that’s exciting. So you know we’ve been 
lucky in that regard. (HP1) 
 
We have five children. Our children, like they would say to us, like they understand 
a lot by osmosis a lot about our business. They would say to us like ‘Oh my God, 
they are going to talk about such and such’. So it’s a running joke. But if we didn’t 
have the kids, we would probably never leave work. But because we have 5 children 
we do have that family balance because we have to. (HP2) 
 
[asked about financial support]… From my parents yeah. (LP2) 
 
 
Table 6.15: Sub-themes Family Support  
Family Support Common High Potential Low Potential 




6.6 Theme 4 - Job Creation 
Following on from discussions about supports received in setting up and growing their 
businesses, participants were then asked a number of different questions on job creation. Based 
on the review of the literature and the survey findings, these questions included the number of 
employees both at the beginning of their business and at the time of the interview, the gender 
breakdown of their employees, how they came to the decision to make their first hire and any 
challenges they have had with hiring suitable employees.  
 
The survey findings indicate that male business owners are more likely to create jobs sooner 
than their female counterparts and overall create a greater number of jobs. Furthermore, 
suggestions in the literature indicate that more men than women own firms in high growth 
industries, which are considered to create more sustainable employment, providing more secure 
jobs than those in low growth industries (e.g. Moreno and Coad, 2015; Giner et al. 2017). 
Therefore, the number of jobs created was investigated in the interviews. Table 6.16 illustrates 
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the responses from each participant as to the number of employees they had, both at the 
beginning of their venture and at the time of the interview. The table shows that the majority 
of firms across both business categories started off with only one employee. The owner of the 
engineering company (HP3) took over the company from its previous owners in 2015 and 
therefore, inherited existing employees. The one firm who hired more than one employee at 
the very beginning was the restaurant chain (LP4), a business considered to be in a low potential 
industry.  
 
Table 6.16: Number of Employees at beginning and at time of interview  
 
Firm 
Number of Employees -
Beginning 
Number of Employees – 
At time of interview 
HP1 1 16 
HP2 1 30 
HP3 44 (takeover) 32 
HP4 1 8 
HP5 1 30 
HP6 18 (Buy-out) 42 (12 Active) 
   
LP1 1 8 (+ 3 directors) 
LP2 1 10 (+ 2 directors) 
LP3 0 2 
LP4 8 45 
LP5 1 3 (+ 2 directors) 
LP6 1 5 
 
 
All companies started small, most having just one employee. Two business owners, one in each 
category, commented on how they had begun to take on more people shortly after.  
Initially we hired just one and then pretty soon, like that year we probably went up 




[Time until taking on another member of staff after the first] probably within 12 
months I’m sure. Yes, within 12 months. (LP2) 
 
 
Two further businesses, one in each category, also commented that they hired someone before 
their businesses fully launched. 
I actually hired my designer before I started working on the business full-time 
myself…(HP3) 
 
The very first employee we hired was before we opened (LP4) 
 
  
6.6.1 Employee Gender Breakdown 
In addition to the number of employees, the survey found that male business owners were more 
likely to hire women on full-time permanent contracts than female business owners. Therefore, 
the gender breakdown of employees was a question in the interviews. When it comes to the 
gender breakdown of employees, there are some clear differences between the businesses in 
the high potential and low potential categories. Within the high potential category itself, there 
are a number of differences. Two firms employ a clear majority of men. One is a software 
company (HP1) and the other is an engineering firm (HP3) 
Yeah. It’s not unfortunately very even. So there is 5 women and the rest are men. 
(HP1) 
 
Roughly it would be 90% male to 10% female (HP3) 
 
 
Two companies are relatively even. The skin care company (HP2) has 3 more female 
employees than male employees, while the technology product company (HP5) has a 40% - 
60% breakdown which the owner argues is quite a good breakdown for their industry.  
We have slightly more female employees. Let me see, probably 18 female.(HP2) 
 
We would be very good and progressive at trying to create a culture that attracts 
females to work there…I would say we are at about 40% now, which is pretty good 





Two companies, the medical garment company and the medical coding company have more 
female employees than male. 
6 women, 2 men (HP4) 
 
I did it [worked it out] recently. It’s 93% female and 7% male (HP6) 
 
 
One high potential business owner attributes their higher number of male employees to the 
industry they are operating in. 




One interview stood out in conversation around the topic of equality and diversity. On bringing 
up the topic, the co-owner of the technology product company (HP5) outlined how diversity in 
all forms is something she considers when looking at her teams. She gives a clear example of 
where lack of diversity hindered one of her teams. 
This is actually something I’m really mindful of. Diversity in all it’s forms I think 
is something that just makes for better decision making. It gives a wider perspective. 
Especially because we have global customers. …….. There was one team we had, 
the product team, that didn’t have any women on it and it was suffering. We looked 
at all the other teams and were like this team is the odd one out. We changed it and 
it has blossomed since. (HP5) 
 
 
She does, however, acknowledge the difficulty in attaining a 50-50 gender split in her industry. 
It is harder though to get engineering 50-50 female I have to say. Its just more 
difficult to find people. There are people but they either have their heads down 
engineering away and they are hard to reach, or, I don’t know. (HP5) 
 
 
This business owner is proud of the fact that their leadership team is split half male, half female. 
And actually, what I really am proud of is that the leadership team is 50% female 





When looking at the low potential businesses, an overwhelming majority of them have 
primarily hired female staff.  
Just one [male], one of the directors, the rest were female (LP1) 
 
Now, it is 90 – 100% female. [a pharmacist] is the only other man apart from myself 
and he is only working here on a temporary basis. (LP2) 
 
3 women plus us, the two owners [1 male] (LP5) 
 
They are all women (LP6) 
 
 
One business in this category, the restaurant chain (LP4), has a relatively equal gender 
breakdown. 
I’d say it’s fairly equal. Well obviously the kitchen staff is predominantly male 
because it is a difficult job title …to work in the kitchen is hard so that is 
predominantly boys. I literally have one female chef. Floor staff is then 
predominantly female with a couple of guys so I’d say it is fairly balanced (LP4) 
 
 
Table 6.17: Gender Breakdown of Employees 
Gender of 
Employees 
HP1 HP2 HP3 HP4 HP5 HP6 LP1 LP2 LP3 LP4 LP5 LP6 
Majority 
Male 
X  X          
Relatively 
Equal 
 X   X      X  
Majority 
Female 





6.6.2 Location of Employees 
While the gender of employees was something that was planned to be discussed in the 
interviews, the location of the employees was something that emerged as a theme. All of the 
jobs in low potential firms were in Ireland, a majority of employees needing to be on the 
business premises in order to be able to do their work. In contrast, remote working was a 
common phrase used in several high potential firms, meaning the jobs being created by these 
businesses are not necessarily being created in Ireland. 
9 employees in Dublin, 3 in Poland, 2 in Brazil and 2 in Manila……. We run all of 
our development out of Brazil. It’s just way more cost effective (HP1) 
 
We will be looking for at least another three sales staff over the next 12 months. 
Now they are not going to be in Ireland. (HP4) 
 
Half remote. 50/50 based in Ireland. The rest in Croatia, Spain, Portugal, France. 
We have an office in New York as well with a couple of employees there. (HP5) 
 
 
One business owner mentions the difficulty in competing with the bigger multi-national 
technology companies as a reason for hiring remote workers. 
In Ireland, especially in Dublin you are competing with the likes of Google, 
Linkedin, Facebook. It’s very difficult to hire tech talent (HP1) 
 
 
Another references the lack of availability of a specific skillset in Ireland. This participant also 
in discussions after the interview expressed his desire to provide jobs locally and help out the 
region in which the business operates. 
We have had to go to South Africa now to get a tool setter. There is no tool setters 
available for love nor money in the whole country. We advertised for half a year 
and nobody applied. It isn’t that we are not paying good money because we are 
paying good money, the market rate, and nobody applied. They are just not out 
there. There is a training lack there. We have this lad coming up from South Africa 
now and we are applying for his visa. And sure that’s all wrong. I would much 
prefer if it was one of the lads from [a company who announced its closure] but 
they won’t leave [that company] to come down here because they are going to get 





Another company, based in Dublin, suggests that the high rent prices and traffic in Dublin have 
caused some of their employees to move locations, some back to their home countries. These 
people continue to work with the company remotely. 
Some people started their career with us and moved home to their country because 
they wanted maybe to settle down, have kids, go home. It’s so expensive to rent in 
Dublin, it’s so hard to find places and traffic is blah and there is hotels being built 
everywhere so people chose to work from other places so that they don’t have to 
physically come to the office (HP5) 
 
 
One of the high potential businesses took pride in hiring people locally. 








HP1 HP2 HP3 HP4 HP5 HP6 LP1 LP2 LP3 LP4 LP5 LP6 
Some 
Remote 
X   X X        
All in 
Ireland 
 X X   X X X X X X X 
 
 
6.6.3 Decision to Hire 
In addition to the number of employees, gender breakdown and location, participants were 
asked about how they came to the decision to first hire someone for their business. Two themes 
emerged in the responses. The businesses in the high potential category primarily spoke about 
hiring people to meet the needs of the business; hiring someone with a skillset the owners did 
not possess but was required in order for the business to grow. For two of the low potential 
business owners, they required customer facing staff in order to be able to operate. 
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We were outsourcing our tech development initially and we decided to bring it in-
house. At that point we initially we needed to bring in the skills because we didn’t 
have them ourselves. (HP1) 
 
The decision to hire our first employee was we knew that we could increase our 
sales through the use of digital platforms. …….. We realised we needed an 
employee to help with a digital strategy. (HP2) 
 
I needed a designer. It was as simple as that. I just don’t have the skills. (HP4) 
 
Well its mainly from talking to potential clients and when you get a feel  that 
something is going to happen with them or they're telling you that they have clients 
coming on board and they have demand for x, y and z.  Then we would have started 
recruiting (HP6) 
 
I think it was the dispensary getting busier and probably [my wife] because she had 
our first baby. So at that time it was down to two of us and we had to get an extra 
person. And then very soon we needed someone in the front of shop. (LP2) 
 
It was a restaurant. We needed teams, we needed people………. It’s all down to 
business requirement. I’m all about making sure that we build people around the 
business not the business around people. Unfortunately, that’s the way it is. (LP4) 
 
 
The second theme that emerged was the fact that business owners were approached by people 
interested in working for them, rather than the other way around. This was mentioned by three 
different business owners in the low potential category. 
When she [employee] came in I wasn’t actually looking for anyone. She was 
looking for work but at the time I didn’t have any for her. I had enough for myself 
but was not thinking of taking on anyone. As we got taking, she was qualified in 
skin which was an area in which I lacked. ….... (LP3) 
 
From what I remember it was a family member of someone I knew and they 
approached me. (LP5) 
 
Funny enough it wasn’t actually planned. A good customer of mine said she would 
love to work one day a week for me. I went for it. She worked a Monday which 
gave me time to focus on buying or even get a day off. But it definitely wasn’t in 
the strategy. (LP6) 
 
 
The owner of the engineering firm highlighted that any hiring they do is not down to growth, 
it is for the purpose of continuation. 
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Well to hire someone for this business is about continuing and replacement. It 
wasn’t a big thought like, it wasn’t a brand new role (HP3) 
 
 
One owner of a firm in the low potential category mentioned that hiring someone was not even 
something they had thought about until the night before opening their pharmacy. 
Well we had planned on doing as much as possible ourselves. We didn’t really think 




Table 6.19:  Sub-Theme – Decision To Hire 
Decision to Hire Common High Potential Low Potential 
Business Needs X   
Approached by Potential 
Employee 
  X 
 
 
6.6.4 Approach to Hiring Employees 
Following on from making the decision to hire, the business owners were asked what type of 
approach they took to hiring. The responses were very different between the high and low 
potential categories. Those in the high potential category take a more formal approach which 
include searching LinkedIn, writing job descriptions, advertising vacancies and interviewing.  
Yeah, it was through searching on LinkedIn and we came across a candidate’s 
profile, reached out, got talking to them. They had just moved to Ireland and were 
looking for a job and we went through the interview process and that was kind of 
it. (HP1) 
 
We advertised the position…. We will write the role and the description of the job 
before we advertise it and we are quite clear on what that role is and where the gaps 
are in our business (HP2) 
 
I found her [first employee] on LinkedIn. I actually, before that I got in touch with 
the Irish Universities or Colleges that do lingerie courses and I was extremely 
disappointed by the lack of support and enthusiasm I got from all of them. So I 




I spend a lot of my time doing the initial hiring stuff, seeing what’s out there, going 
to community events, talking to people (HP5) 
 
 
One high potential business takes a very formal approach and potential employees have to go 
through a very rigorous process to be identified as suitable for the role, including four sets of 
interviews, 8 weeks of training and a 5 hour exam.  
We would have an initial interview just with the production supervisors. Then they 
would come in for a second interview with the HR Consultant. Then they will come 
in a third time and do an aptitude test based on coding and then they would have a 
final interview with me……… they do almost like a classroom type training for 8 
weeks and then the coders have to sit a 5 hour exam to become a certified medical 
coder. During this exam , its 5 hours long and you have to get over 80% to pass. If 
you don’t get the exam, that’s the end of the road. (HP6) 
 
 
Low potential business owners on the other hand tended to hire either people they knew or by 
word of mouth.  
My mother [another director] literally phoned someone she knew who was not 
working. She was qualified in beauty and she thought it would be a good fit for the 
front of shop and cosmetics counter. ……… no, we never have had to [advertise a 
vacancy]. We have bundles of CV’s that have been handed in through the years. 
(LP1) 
 
We definitely wouldn’t have advertised the vacancy. From what I remember it was 
a family member of someone I knew, and they approached me. Ever since really it 
has been about personal connections. (LP5) 
 
Generally if I need someone I would try and source through word of mouth. I have 
advertised but I typically end up choosing the person I met through a 




The beautician was not planning on hiring anyone when she was approached by someone 
looking for work. It happened that this person had skills that the business would benefit 
from so a casual work relationship was established. 
When she came in I wasn’t actually looking for anyone. She was looking for work 
but at the time I didn’t have any for her. I had enough for myself but was not 
thinking of taking on anyone. As we got taking she was qualified in skin which was 





One firm in this category, the restaurant chain, did advertise.  




Another advertised about 50% of the time.  
I would say we have advertised only about 50% of our positions. The other 50% 
have come from spotting someone with potential to fit with what we are doing. And 
locums, in terms of pharmacists, they would have been word of mouth. (LP2) 
 
 
Table 6.20: Sub-Theme – Approach To Hiring 
Approach to Hiring Common High Potential Low Potential 
Formal  X  
Informal   X 
 
 
6.6.5 Concerns about Becoming Employers 
Another theme within the job creation aspect of the interviews was whether or not business 
owners had concerns about becoming employers. For most of the high potential business 
owners, spending time worrying about becoming an employer was not something that they 
engaged with. 
We were conscious of it but it wasn’t a big…I’d say more the sustainability of the 
company was probably the biggest worry. (HP1) 
 
No. We always had our own business, so we were used to employing people. In our 
portrait studio we would have employed 10 people so we were used to employing 
people. (HP2) 
 
Well I suppose, honestly as an entrepreneur, worry isn’t something that you do 
because there is no point. You’ve embarked on something that if you spent your 
time worrying you wouldn’t do anything. You wouldn’t grow the company. No, I 





Two participants in high potential businesses did acknowledge some concerns including pay, 
interesting work, and so on. One, who was in the process of making people redundant at the 
time of the interview, specifically mentioned the responsibility of hiring people who have 
families and mortgages.  
Yes, could I pay them. Could I give interesting work. Were they any good. Would 
I like them, What would happen if I had to fire somebody (HP5) 
 
I suppose what I’m going through now is the redundancies and,  I suppose at the 
start is that you have all these people that you're responsible for in terms of you 
know, they all have families and they all have mortgages and so forth . It would 
weigh heavy on you at times to make sure that the money is coming in at the 
contracts are coming in and the work is still there (HP6) 
 
 
Similarly in the low potential firms, most participants did not worry too much about becoming 
employers. 
We did not consider it. We just went with what we thought was right. (LP1) 
 




Some businesses across both categories hired or sought advice from an external firm when it 
came to handling employment contracts and handbooks 
At the very beginning we worked with a legal firm and got like employment 
contracts drawn up. We had them re-done then a few years later, we had different 
types of contracts done out like permanent, fixed term, that kind of thing. (HP1) 
 
Well I suppose we were aware of employee entitlements and obligations such as 
health and safety, holiday pay, maternity leave, sick arrangements. So we had to 
create an employee handbook ……. We did get someone to do it for us, we paid 
them. Any other advice we generally wouldn’t approach a state agency, our first 
port of call would normally be the Pharmacy Union for matters related to the 
business, legislation and employees.  (LP2) 
 
I was a little bit green, I’m not going to lie. So what I did was contracted a company 
to take care of all that for me. Correct contracts, health and safety statements, and 
proper handbooks. It wasn’t my area of skill, so I contracted the company, learned 




No. I can’t say it ever bothered me. I didn’t think about it. Now last year I did have 
someone from the WRC come in and inspect. They were actually really nice. They 
made suggestions on changes and it was really good (LP6) 
 
 
In terms of legislation, one business owner felt that employment legislation is too tight in 
Ireland for SMEs. 
We are very litigated I find. Compared to other countries. I mean I actually think 
we are really heavy on employment law geared towards the employee rather than 
the employer……. Like for smaller enterprise, the financial cost of redundancies 
and everything it's very hard for businesses to sustain while still trying to keep 
existing jobs and stay open. I mean, I think that redundancy legislation is only 
geared for big multinationals and the public sector (HP6) 
 
 
One business owner notes how his main concern was hiring employees who would fit with 
their business standards 
My primary concern was would they be able to match the standards that we wanted 
to achieve in terms of getting on with (LP2) 
 
 
The beautician who had hired two people on a very casual basis outlined how she would not 
rush in to hiring someone full-time for now because of all the considerations that need to be 
made. 
I wouldn’t do anything hasty. I would definitely look into it because it is a huge 
step for me. And then you are into PRSI and all this. I would make sure I was 
prepared both financially and other ways but I definitely will take people on full-
time. I know I will. (LP3) 
 
 
Table 6.21: Sub-Theme – Concerns Becoming Employer 
Concerns Becoming 
Employer 
Common High Potential Low Potential 
Not Worried X   





6.6.6 Challenges in Job Creation 
Another point of interest in the interviews were the challenges experienced by both business 
owners in both types of businesses in creating jobs. As mentioned previously, in section 6.4.4, 
some companies highlighted an issue with the availability of skills when it came to hiring.  
In Ireland, especially in Dublin you are competing with the likes of Google, 
LinkedIn, Facebook. It’s very difficult to hire tech talent. I actually worked in tech 
recruitment prior to this aswell so we know the struggle companies find. (HP1) 
 
We have had to go to South Africa now to get a tool setter. There is no tool setters 
available for love nor money in the whole country. (HP3) 
 
Well I couldn’t get an Irish based lingerie designer. I have also found it very hard 
to recruit for a quality manager to manage our quality system. We are ISO regulated 
for the medical device, I found that very difficult. They would be the two areas I 
found it hard to recruit in (HP4) 
 
There is a massive shortage of chefs in this country. It’s a massive problem. I have 
been told they brought in about 700 with work permits recently that were snapped 
up and another 700 are required. This country is going to be in trouble next year 
with chefs. (LP4) 
 
 
For low potential business owners, there was an added challenge with customers, friends and 
family, all wanting jobs even though they may not have the required skillsets. 
Because we are a local shop, we tend to hire local people that we know a lot of the 
time. It can make it more challenging because you know their families. It’s 
harder…you fell you nearly have to give a person a job because you know them so 
well and you know their families so well. Sometimes it is probably better if we took 
it out of our own hands and handed it over to someone else, but then you have the 
fear of losing a customer, or even a whole family. (LP1) 
 
It is slightly difficult getting staff here because we are so well known. And there is 
always mommy’s and daddy’s or someone, and lots of local businesses have this, 
you know, customers, friends, family members looking for jobs and we know they 
are not the right fit. So it’s actually better to do it anonymously. (LP2) 
 
 
Table 6.22: Sub-Theme – Challenges in Job Creation 




Availability of skills X   
Customers and friends 
wanting jobs 
  X 
 
 
6.6.7 Future Job Creation  
Finally, despite the challenges associated with job creation, several of the high potential 
business owners envisage growing their teams in the future in addition to the two firms 
mentioned previously who had planned to expand their businesses.  
Yes, absolutely. We are hiring at the moment. We are increasing our sales team, we 
are increasing our development team and they will always continue to increase. We 
are always going to grow the sales team, the development team, the marketing team 
as well. (HP1) 
 
Yes, definitely. I would say going forward we would maybe double or triple our 
team, definitely. (HP2) 
 
Absolutely. We will be looking for at least another three sales staff over the next 12 
months. Now they are not going to be in Ireland. And probably one more in finance 
and two more in marketing I would say (HP4) 
 
 
The engineering firm plans on making jobs more technical and skilled. 
The jobs will be more technical. I am going to take on a contract that will give work 
to the operators on the floor, that will just break even, with a view to bringing in 
other contracts that are better contracts and upgrading more of the plant, making it 
more robotic, less manual handling and that’s the way it’s going to go (HP3) 
 
 
Another business owner is concerned about growing too big right now.  
I have no intention to grow this company to a huge number of people right now. I 
value the size, I value being able to know everybody. That environment where you 
know everybody. Maybe 50, 60 or even 100. Anything like thousands, I don’t know 
if I would be the person to run that company. (HP5) 
 
 




When it comes to job creation aspirations in low potential firms, aside from the restaurateur 
mentioned previously, most participants have no plans for job creation.  
Well at the moment, we have just taken on a new pharmacist which has taken up 
our staffing budget. We are looking at keeping costs down for the foreseeable future 





One company alluded to the possibility of one new position, while another the possibility of 
one or two seasonal employees.  
There is a plan for one person. It is just about getting the right person that will fit. 
(LP2) 
 
No, well [a sports tournament] comes to [a local hotel] in July so perhaps one or 




Table 6.23: Future Job Creation 
Future Job 
Creation 
HP1 HP2 HP3 HP4 HP5 HP6 LP1 LP2 LP3 LP4 LP5 LP6 
Yes X X  X X   X  X   
No   X    X    X X 






6.7 Theme 5 - Employee Job Quality  
The fifth and final theme that was explored in the interviews was that of employee job quality. 
The survey found some differences between male and female business owners in the way they 
engaged with employees within the contract and working time dimensions of job quality. This 
led to the inclusion of various questions on the provision of good quality jobs. These include; 
what a good quality job looks like to them, how they take job quality into account when 
designing roles in their business, what type of contracts they use and various questions about 
working time.  
 
Before analysing the responses to various questions about employee job quality, it is important 
to set the context. Initially, for a majority of the interviews, when asked what a good quality 
job looks like to them, the term job quality had to be clarified for them. Some participants 
interpreted it as the quality of work done by employees as opposed to the characteristics of 
their employees’ jobs. When looking at the responses of each participant following the 
clarifications, various job characteristics were mentioned.  
 
 
For high potential firms, providing a job with the opportunity for growth and progression was 
one such characteristic. 
What would be really important to us is that the job is challenging. That there is 
career progression, there is growth. An opportunity to develop…(HP1) 
 
Opportunity to grow both mentally and in terms of your career path (HP4) 
 
 
Other characteristics that came up for participants in the high potential category was having 
meaningful work, work that they can enjoy while finding the right balance of demand. 
The opportunity to be involved in a start-up that is making a difference in the world 
and to leave your mark. To have a part of you that is part of something bigger. 
(HP4) 
 
I think somebody coming in happy every morning. They want to come in, they are 
eager. It isn’t the person who rings me up at 12 O’clock at night saying I should 
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have done this and that. He goes home, he relaxes, and he is happy to come in in 
the morning. He has a work life balance. (HP3) 
 
They also should be doing things that they enjoy doing and they are good at. 
Otherwise they are going to feel like shit. And they shouldn’t be overloaded, but 
they shouldn’t be underloaded. I like to ensure that people are being pushed but 
they feel like they are enjoying it. (HP5) 
 
A good quality job needs to be engaging, interesting, you need to be able to use 
your intellect a lot, so that the day doesn’t drag. That the day is actually going by 
quickly because you are so busy. It also involves collaboration, good 
communication with peers (HP6) 
 
 
For participants in the low potential category, the social environment and employee happiness 
was something that featured as a concern when discussing job quality.  
The most important thing is that they enjoy the work environment. My biggest 
concern is that pharmacy is very intense emotionally and physically, and there is a 
danger of being burnt out from it. Its constantly going going going (LP2) 
 
Another theme that featured multiple times with this cohort of participants was reference to 
satisfaction with working hours. 
Well I think now if they are happy with their hours, happy with their days, happy 
with their holidays…(LP1) 
 
Well what I would want from a job really. To ensure consistency. That they know 
what hours they are going to have in the week… (LP3) 
 
It’s a job where if you need time off, your employer is going to give it to you. 




One business owner acknowledged the importance of giving employees responsibility 
…they know their job, know what they are doing, and the work is delegated 
properly and if they have something to climb towards. If you give them plenty of 





Table 6.24:  Sub-Theme – What is Job Quality? 
What is Job Quality? Common High Potential Low Potential 
Growth/Progression  X  
Meaningful Work  X  
Balance X   
Social Environment   X 
Working Hours   X 
 
 
6.7.1 What Employees Value 
In addition to asking about their view on a good quality job, participants were asked what they 
felt their employees valued when working for them. It appeared that most respondents had 
considered this and were able to answer without hesitation. Across both categories, the most 
valued characteristic was the work environment. One high potential employer had begun to 
survey her employees about what it is they want from work. 
It’s funny because I just started using this software called Peacon and it asks 
everyone questions and they fill them in. I think probably the big value is the 
autonomy and work environment…..the opportunity we provide employees that 
join us is that it is open plan, open door, working alongside the CEO’s, making 
decisions and helping the business grow. That really appeals to a lot of people, 
having that experience to progress with that much exposure to an organisation at 
that rate (HP1) 
 
Yes, definitely. We have moved into purpose-built offices in March and our offices 
are kind of cool. There open plan, we advocate collaborative working. When people 
come in for an interview they are like ‘Oh my God I would love to work here’. 
There is nowhere in Kildare or even Dublin like this. And I think that that is really 
important, that people are comfortable and relaxed in their working environment 
and that it’s a nice working environment. (HP2) 
 
Is a good place to work, that they are treated fairly, you are always listened to and 




The most important thing is that they enjoy the work environment ….I think they 
would say it’s a nice environment to work in and I’m not a pain in the ass boss 
(LP2) 
 
I think it’s the very positive working environment. We are like one big family. 
(LP4) 
 
Definitely the environment. (LP6) 
 
 
Having a level of responsibility and autonomy was also mentioned, with one owner specifically 
mentioning this as a benefit of working in a SME 
I think probably the big value is the autonomy and work environment. (HP1) 
 
We are a medium sized company now, we do allow them freedom of, we really 
encourage them to come up with the ideas and lead the teams where they can (HP2) 
 
We give them responsibilities…. (LP1) 
 
And just not to be breathing down their necks too much. Especially in a hairdressing 
job, you have to allow time. You can’t expect them to be work work work. They 
have to have chit chat in a hair job. It’s different to a shop or a factory. They have 
to interact with customers with each other. I’ve learnt that over the years. You can’t 
expect them to be working all the time. (LP5) 
 
 
Remuneration was also mentioned by a number of business owners across both categories as 
something their employees’ value 
Their pay package. It has to be there. (HP3) 
 
Good salary scales, good pension, good benefits, dental service, illness benefit. We 
have overtime, free parking (HP6) 
 
They get time off and we are good to give them their bonuses at Christmas or if 
they do anything extra they get travel expenses. (LP1) 
 
Whether it’s personal reasons or whatever, just to be flexible with your workers. To 
pay them well. (LP5) 
 





One high potential owner mentioned that while she cannot afford to pay employees what they 
are worth in the market she recently looked at healthcare discounts for employees. 
Well we just recently brought in a non-contributory healthcare. We’ve gotten a 
good discount from one of the health insurers so they can get that now through their 
pay roll. (HP4) 
 
 
Another mentioned that they are offering share options to their employees. 
There could be share options and stuff, we are offering that right now.(HP1) 
 
 
Table 6.25: Sub-Theme – Employee Values 
Employee Values Common High Potential Low Potential 
Work Environment X   
Responsibility/Autonomy X   
Remuneration X   
 
 
6.7.2 Designing Job Roles 
Having discussed what job quality is and what their employees’ value most working for them, 
participants were also asked how they take job quality into consideration when designing roles 
for their employees. Across both sectors, a majority of the business owners appear to be quite 
casual about job quality, with most not taking it into consideration when hiring. Business 
owners in the high potential category hire people, particularly in the start-up phase, and then 
think about ensuring the business uses their strengths after some time. 
Well now we are at the stage where we have clear defined roles but at the beginning 
we didn’t. So at the beginning we were just hiring people to do various tasks so 
when you do that sometimes you are left in the position well maybe that person is 
not the best for that role and we’ve juggled around those roles and seen where 





One high potential firm mentioned that they do map out the career of someone coming into the 
organisation. 
We do have journeys mapped out for our teams. So like if they were to start at an 
entry level role, a business development executive, where would be the next step 
that they would promote to and what kind of skills will they learn through that 
journey, so we would have that mapped out. If it was a role we were hiring for that 
we hadn’t hired for before that’s what we would do. We would look at it and map 
out what is the journey that the person can go on with us. (HP 1) 
 
 
The same business owner also mentioned their efforts to engage their employees with flexible 
work practices being one method of doing so.  
We try to keep people engaged. We put a lot of energy and focus into making sure 
we have that flexible place to work, the nice place to work. That would all go into 
how we would sell the role or what we would offer people when they are joining 
the company.  (HP1) 
 
 
Another discusses individual career paths at the interview stage but with no formal plan. 
I tend to find out in the interview what they are interested in and how they see their 
career plan going and what their interested in. Because if I look at my own one, I 
started off in online marketing and now I’m CEO of a healthcare company, so it 
didn’t necessarily follow a straight line. ……I don’t judge people by what’s written 
on the CV. I normally have a conversation with them and try and see where/how 
they want to progress in the organisation. (HP4) 
 
 
The owner of the engineering firm explains that they were stuck with certain set ups since 
they bought out the company, however, they are looking at the shift pattern to create a 
better work life balance for their employees 
Since we came in we’ve been stuck with sort of shift pattern and all that kind of 
stuff. We are slowly but surely dismantling all of that to make work life balance 
better for people. We are also stuck with holiday rota that we are trying to dismantle 
so people can take holidays when they want rather than a close down. So we are 






One participant brought up the idea of remote workers. While she would normally be able 
to discuss issues related to job satisfaction with the workers she sees on a daily basis, this 
is much more difficult for remote workers. 
In an environment where there is remote teams it’s harder because you are not 
looking at them every day. Those who are in the office, I can see them, I can talk to 
them. It’s very easy for me to know if something is going on with them. We have 
meetings every week and just talk and you have to try and recreate that environment 




The final high potential business owner highlighted that the rigorous process to be hired as  a 
coder in his business means that he gets the right fit of employee which is key. In that regard 
they know employees like the work, are capable and in addition, that they offer good benefits. 
Well it’s easy to take it into consideration because we do have good salary scales, 
good pension, good benefits, dental service, illness benefit. We have overtime, free 
parking. We had a lot of staff nights out aswell so people can get together and in 
terms of the job itself, because it’s so rigorous to become a certified coder, we had 
very little attrition because people had put so much into becoming a coder they 
didn’t want to leave. If they aren’t hanging around for the fourth interview, then 
they are not interested. (HP6) 
 
 
On the other hand, participants in the low potential sector have a very relaxed approach to job 
quality, one admitting they do not consider it at all. It is more important to them to get the right 
person to fit with what they look for. Another participant supported this idea highlighting that 
it all has to be about the business needs. 
I actually don’t ever think of that unfortunately. I very much go the other way. I get 
the person to fit the role and my focus is that their temperament is right for the 
job.(LP2) 
 
It’s all down to business requirement. I’m all about making sure that we build 
people around the business not the business around people. Unfortunately that’s the 
way it is. (LP4) 
 
 
Other participants tend not to worry about job quality and just go with the flow. 





I just try to keep it upbeat. It comes from me. I set the tone. They need to see I am 
one of them, even if my world is falling down I need to be positive. (LP6) 
 
 
Table 6.26:  Sub-Theme – Designing Job Roles 
Designing Job Roles Common High Potential Low Potential 
Some Formal 
Considerations 
 X  




Following on from general job quality discussion, contracts was a sub-theme discussed in the 
interviews. The survey found that men are more likely to hire more people on full-time 
contracts than women. Furthermore, it found that while more men use if and when contracts, 
women are more likely to use them over a longer term than men. Therefore, the types of 
contracts used by each business owner was explored. Participants were asked about the types 
of contracts they offer their employees. Employment contracts appear to be more stable in the 
high potential firms with a majority of their employees been taken on permanent full-time 
positions. These participants did outline they have probation periods but there are opportunities 
to become permanent. 
We have permanent contracts, fixed term contracts and then contracts that are 
month to month. It depends on the employee and what the role is. We would 
typically bring people on on a 12 month fixed term contract first with the 
opportunity to become permanent. We have brought people on on a permanent 
contract with 6 months’ probation but we do like to use the fixed term contract.  
(HP1) 
 
We use full-time contracts with probation which can be broken up to 6 or 12 
months. (HP2) 
 
Full-time. We don’t like to have people part-time. We like them to be full-time, we 




They are all working full-time with 6 month probation. (HP4) 
 
Primarily we are full-time. We have some contractors, but that depends on the 
country in which they work (HP5) 
 
Full-time and permanent once you pass probation and that’s because it took so long 
to train them to become good that you wanted to retain them (HP6) 
 
 
Two participants mentioned the use of either month to month contracts or independent 
contractors. They would use these if it suited their employees but the preference is to have their 
staff on full-time contracts.  
[regarding month to month contracts] We use those for overseas employees or any 
part-time staff. (HP1) 
 
So if it suits someone to be a contractor with us, then that’s what we will do. We 
don’t necessarily need to set up companies in other countries..that’s always a pain 
…. We do have payroll in some countries but others it’s difficult. And sometimes 
it works best for them too to be an independent contract (H5) 
 
 
When it comes to the low potential firms, four of the firms have a mix of part-time and full-
time employees.  
Well we kind of just have one universal contract in place. ……The hours aren’t 
specified, it is just left flexible. Just full-time/part-time.(LP1) 
 
They are full-time contracts. The part-timers are students so they tend to determine 
their hours. Everyone else is full-time, permanent after 6 months. (LP2) 
 
It’s very varied but it’s either full-time or part-time. But our team is very 
understanding that it’s the hospitality sector (LP4) 
 
I have two full-time members and three flexible contracts. (LP6) 
 
 
For the hairdresser, they have two part-time staff and one other on a flexible arrangement. None 
have an official contract.  
We don’t use contracts….There is a mix. Well two would have their hours written 





The beautician who had a relatively new business had two people on a ‘when needed’ basis. 
There was no formal arrangement or commitment to providing a specific number of hours. 
In terms  of jobs I’d like to think that it could be more of a stable arrangement but 
for now I don’t see it becoming too permanent. So the girl for the facials works 
somewhere else aswell. We arrange times together based on her availability and the 
demand from my clients. The other girls is in college and works another part-time 
job too so again we would discuss when they are free. If I’m extra busy I will give 
them more days. If I’m not as busy then I don’t. (LP3) 
 
 
In summary, all of the high potential businesses have their employees primarily on full-time 
contracts, while the majority of low potential businesses tend to have a mix between full-time 
and part-time employees. 
 
Table 6.27: Contracts 
Contracts HP1 HP2 HP3 HP4 HP5 HP6 LP1 LP2 LP3 LP4 LP5 LP6 
Primarily 
Full-time 
X X X X X X       
Mixed       X X  X  X 
Primarily 
Part-time 
          X  
If and 
When 





6.7.4 Working Time 
Linked to the type of contracts, participants were asked some questions about their employees 
working time. During the second interview the participant outlined how the majority of his 
employees who had become mothers requested a shorter working week. While he would prefer 
to have them working full-time, he obliged.  
There are two people on four day weeks, one person on four and half day week, one 
person on a three day week and 1 on two days a week. So in actual fact while we 
have 10 employees a lot of them aren’t here all the time. We didn’t actually want 
this to happen. We would prefer to have full-time employees but obviously people 
needed the flexibility and they are good so we wanted to accommodate their work 
life balance. But from a business point of view full-time employees are easier. But 
the priority we have given is to accommodate them. (LP2).  
 
 
Following on from this interview, other participants were asked if they had requests from 
employees to go part-time. Some high potential firms did have such requests. Some did honour 
those requests. 
Yeah, we have one part-time employee by their choice (HP2) 
 
We have had that case with one fella. He is more or less institutionalised on part-
time because his wife is ill and he has to mind her a lot of the time. …. he does his 
job, he causes us no problems and he is quite happy coming in for his 3 days a week 
and he signs on for the other two. …. He wants to be part-time, he can mind his 
wife. It’s on their request really and we can do that for people. (HP3) 
 
 
Others felt that it would not work for their business.  
One started working reduced hours but it didn’t work. The role needed more than 
the hours she wanted to work……. if don’t want to come in until 9.30 and leave at 
5 well [this company] is not for you then.  (HP4) 
 
The work is full-time, the volume of work is full-time, part-time just wouldn’t be 
feasible and just wouldn’t suit the business (HP6) 
 
 
Aside from employees requests to work part-time, the interview explored if employees working 
hours were set every week or varied. This further explores the findings from the survey that 
while female business owners are more likely to have hours that vary, they are also more likely 
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to give at least 36 hours’ notice to any changes to working time. A majority of the high potential 
firms had a vast majority of employees working full-time, typically 9am-5pm/5.30pm, Monday 
to Friday.  
Yes. So in the contract our office hours are 9 to 5. That would mean that we expect 
everyone to be here for those hours. (HP2) 
 
9-5.30 weekdays. (HP4) 
 
 
One business owner mentioned that he offers flexitime to employees after one year. As long as 
they work the core hours of the business, he is happy for them to make up their time in whatever 
way suits them during the week. 
 It is basically Monday to Friday 9-5.30. But we do offer flexitime, so the core hours 
are between 10am to 3pm. As long as they do a 40 hour week around those times 
and get through their charts (HP6) 
 
 
The engineering firm, while having a shift work pattern in place, employees always know when 
they are working as the pattern doesn’t change 
The shift pattern is 3 nights on, so they would be 12 hours, then three days on, which 
would be 12 hours. So that’s 36 hours. They have the benefit then of 4 hours paid 
without working it. ….. So it rotates like that.……The shift has been there since we 
took it over. So people know their hours. (HP3) 
 
 
In contrast, for the low potential businesses, a roster system is in place for a majority of them. 
Two businesses put a roster in place for a month or more at a time. 
We do a rota, maybe a month together…well every week there is another week 
added on so they always have a month’s notice. (LP1) 
 
Roster is done 5 weeks in advance…… they [employees] are consulted when the 
roster is being designed. Unless there is a last minute illness or something. 
Generally 5 weeks in advance. I could also make a mistake of course but that is 
usually brought to my attention sooner. (LP2) 
 
 
Another has set hours all the time but is happy to facilitate swaps if needed 
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We have the same roster all the time. I am happy for them to swap between them 
but it’s easier for all of us to have set hours week in week out. (LP6) 
 
 
The hairdresser has two employees who know their days as they are set, while the flexible 
employee may get only 24 hours notice, depending on the demand. 
Well the thing about it is I would say it to [the flexible member] but if she wasn’t 
available of a day she would just say it. I might only give her 24 hours’ notice but 
she is ok with that. Whereas the other girls would get lots of notice. Like if we were 
going away on holidays they would know 4-6 weeks in advance that they’re needed 
that week full-time. The other girl is very happy to be flexible. She understands and 
it suits her. (LP4) 
 
 
The restaurant provides rosters a week in advance. 
Every Thursday a roster is set out for the following week. That is done by managers 
and head chefs and can sometimes be delayed. But the general rule is on a Thursday 
people get their roster for the following week (LP4) 
 
 
When asked if there was an opportunity for part-time employees to become full-time 
employees, one company agreed, saying they have already approached a member of staff to do 
so but it does not suit the individual. It is more likely that they find themselves accommodating 
their employees with less hours, similar to LP 2. 
It is on our agenda [make part-time employees full-time], we hope that sometime, 
we have put it to one in particular but at the minute it is not on their agenda……..[we 
are] trying to accommodate working mothers at school hours. We leave them go at 
2 or 3 O’ clock to do the school run so then we would have students come in in the 
evenings to work the evening shift. (LP1) 
 
 
Table 6.28: Sub-themes – Working Time 
Working Time Common High Potential Low Potential 
Accommodate request to 
move from full-time to part-
time 
  X 
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Use of Rota   X 
Set Hours X   
 
 
6.7.5 Employee Development 
A theme that was not included in the interview schedule but did emerge naturally in four 
interviews was that of employee development. It came up in discussions with two participants 
from high potential businesses and one from a low potential business. One participant said if 
employees would like to progress and do courses that they would support them. 
If there was a course they would like to do, go and do it. We are all for that. (HP2) 
 
 
Another spoke about upskilling their employees from working on the shop floor to more 
technical jobs. He mentioned one employee who happened to be outside the room during the 
interview, who had moved from a section on the floor to managing the shipping for the 
company. 
You want to be employing people at the technical level. So you really want the shop 
floor people to come up and it’s how to bring them up… The man you see out there, 
he was doing packing and he is now running shipping. We do invest, and that’s the 
best way (HP3) 
 
 
As mentioned earlier, the coding business provides a full eight-week training course for its new 
employees and requires them to get 80% on a five hour test.  
…so they would come in as well and they do almost like a classroom type training 
for 8 weeks and then the coders have to sit a 5 hour exam to become a certified 
medical coder. During this exam , its 5 hours long and you have to get over 80% to 
pass (HP 6)  
 
 
Finally, the owner of the restaurant spoke about personal development courses she runs for her 




One thing that we do in our business is that we have personal development 
training… We have two guys working for us that we helped with college and I want 
to keep doing that (LP4) 
 
 
This participant also acknowledged that in a small business, progression can only go so far 
 
I have had people who worked in Deli counters who are now running a business 
making over 1.3 million. Do you know what I mean. And I recognised the sparkle 
in that person and wanted them to work for me. She worked for us for events, 
worked up to supervisor and now is running a very successful business. I couldn’t 
offer her that progression but I still see her twice a week and I will call her if there 
is a problem and vice versa. (LP4) 
 
 
Table 6.29: Sub-themes – Employee Development 
Employee 
Development 
Common High Potential Low Potential 
Provided for 
Employees 
 X  
Limited Mention X   
 
 
6.7.6 Job Stability 
Another concept that emerged in some interviews was the idea of job stability. For one high 
potential business owner, she felt that the risk of working in a start-up could be a deterrent to 
people working for her. 
From an organisations perspective what might deter someone, maybe if they were 
concerned about job stability. There can be some risk with a start-up. I think that 
would mainly only effect people in more senior roles though. (HP1) 
 
 
For firms in the low potential sectors, the sense is that if the fit is right, the job is the 
employees as long as they want it.  
Yeah, definitely. I need to know them and they need to get to know me so we 
discover if we are a fit. And Tuscany is a strange animal. You have to have a certain 
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character to fit in here. Like some have come to work here and the fit has been 
wrong. It’s like dating. After a few dinners you decide whether it’s for you. It’s the 
same here. If you fit, you are part of the family. (LP4) 
 
Absolutely. If things work out, you’re here forever. One is here 18 years,  Another 
9 and another 7 (LP6) 
 
 
The owner of the beauty salon, while her business is new and offers no job stability at 
present, she does hope at some point she will be able to. 
Generally I am consistently busy anyway so if that improves I would like to be able 
to consistently offer them some work every week. (LP3) 
 
 
As mentioned previously, two of the high potential business left staff go. For one business 
owner, she felt the need to change her team, while the other owner had to make people 
redundant due to a client backing out of their contract.  
I realised last year that mine [team] were not fit for purpose. I got rid of all 
employees and kept one board member last year. I re-did the whole team (HP4) 
 
Our main clients were …. going through then a cost cutting exercise and they 
decided that some of our services were too expensive .. So it  got to the point then 
the end of January that 22 of the 42 [employees] were put on temporary off…… 
what Im going through now is the redundancies (HP6) 
 
Table 6.30: Sub-themes – Job Stability 
Job Stability Common High Potential Low Potential 
Limited Mention X   
Employees stay as 
long as they want 
  X 




While mentioned earlier as something the high potential business owners felt like they could 
offer their employees, employee progression can be different for low potential firms. While 
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one owner said that she would carve out an opportunity for a star employee, another mentioned 
it as something that could be an issue as he cannot offer progression in his business. 
Absolutely, there is plenty of opportunity. But I can only give the opportunity. What 
they do with it is their own business. And if someone is a superstar and shines we 
will carve out a position for them. (LP4) 
 
Well there is the progression issue…. I’m the owner. So, there are no titles or 
progression and there can’t be (LP2) 
 
 
Table 6.31: Sub-themes – Progression 
Progression Common High Potential Low Potential 
Opportunity to 
Progress 
 X  
Limited Opportunity 
to Progress 
  X 
 
 
6.7.8 Job Quality in SMEs 
Finally, when it came to the job quality aspect of the interview, participants were asked if they 
felt that job quality is harder to achieve in SMEs. The majority of respondents, regardless of 
the type of business, agreed that it was primarily down to the individual preference of the 
employee. 
In a start-up it’s all hands on deck, there isn’t really anywhere you can hide so the 
type of personality it attracts are people who persevere, who like a challenge, aren’t 
afraid of it changing day to day. The bottom line is having that challenging fun 
environment to work in. (HP1) 
 
 
Well. Some people don’t like working in smaller companies. Some people prefer 
larger companies. Maybe that could be something (HP2) 
 
You either want to do something that hasn’t started yet or you want to go into an 
environment where everything is very well considered and established. It can 
depend on where your business is at, what your product is. There are a whole ton 
of factors really. (HP5) 
 
It’s down to individuals really….They need to be people persons but lots of jobs 





One business owner of a low potential firm highlighted that because of their sector, her 
employees are required to work unsociable hours. However, if they are individuals who like 
and want to work in the hospitality sector, that is something they will be used to. 
Unsociable working hours, I guess. But if someone is in the hospitality sector that 
is something they are used to. (LP4) 
 
 
Two other low potential business owners indicated that unsociable work hours might be 
a deterrent for someone to work in their businesses. 
The hours, retail hours are not the most ideal, Christmas, trying to get people to 
work their Saturdays. (LP1) 
 
[What might deter someone from working in your business?]Unsociable working 
hours I guess (LP4) 
 
 
Table 6.32: Sub-themes – Job Quality in SMEs 
Job Quality in 
SMEs 
Common High Potential Low Potential 
Subjective X   
Industry – 
Unsociable Hours 




6.8 Interviews with Policy Level Stakeholders 
As mentioned at the beginning of the chapter, in addition to interviews with business owners, 
this study incorporated views on job creation, job quality and entrepreneurship from a policy 
level. The views of policy level stakeholders are important to the pragmatic philosophy 
underpinning this research. It is aimed to provide realistic solutions to issues identified and 
including policy level stakeholders will provide a more holistic insight. Interviews were 
conducted with representatives from the Department of Business, Enterprise and Innovation, 
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ISME, Enterprise Ireland and the Local Enterprise Office. The profile of each organisation can 
be seen in table 6.32. The primary topics discussed during these interviews were 
entrepreneurship policy, the Future Jobs Ireland Programme, supports available for SMEs and 
female entrepreneurship. Interviews took place between October 2019 and December 2019. 
The findings of these interviews follow. 
 
 
Table 6.33: Organisations at Policy Level 
Organisation Abbreviation Profile 




Government department responsible 
for innovation, research and 
development, support for SMEs, trade 
and investment, and workplace skills 
(DBEI, 2020) 
ISME, the Irish SME 
Association 
ISME 
The only independent representative 
association for Small and Medium 
Enterprises. It currently has in excess 
of 10,500 members nationwide. ISME 
is independent of big business, big 
banks and government and gives voice 
to the issues facing SME owner-
managers (ISME, 2020) 
Enterprise Ireland EI 
Enterprise Ireland is the government 
organisation responsible for the 
development and growth of Irish 
enterprises in world markets. They 
work in partnership with Irish 
enterprises to help them start, grow, 
innovate and win export sales in global 
markets (Enterprise Ireland, 2020) 
Local Enterprise Office LEO 
The Local Enterprise Office provides 
advice, information and support to 
entrepreneurs in starting up or growing 





6.8.1 Entrepreneurship Policy 
The importance of entrepreneurship policy to the economy was brought up in the interview 
with the DBEI. The importance of entrepreneurship as a key driver of the economy was 
highlighted by their representative.  
Certainly, entrepreneurship is recognised across all enterprise policy as a key driver 
of the economy. Our main enterprise policy is Enterprise 2025 which we published 
around 2015 and updated in 2017 in the context of global developments, Brexit, 
technology change. But both those documents call out entrepreneurship as a huge 
component of our enterprise strategy. (DBEI) 
 
 
This interview also outlined the strong entrepreneurship culture and problem-solving capability 
that exists in Ireland. 
We would see that Ireland has a strong entrepreneurship culture and a strong 
problem-solving attitude if you like. (DBEI) 
 
 
The representative outlined that there are multiple components to entrepreneurship policy 
including culture, the right business environment, supports and funding.  
And certainly national policy is aiming at creating a business environment that 
would support entrepreneurship. There are many components to that along culture, 
business environment, supports, funding available to entrepreneurs. Making sure 
we have a vibrant innovation eco system that is generating ideas. Finance and 
taxation are key issues for entrepreneurs both for starting and scaling. There are 
networking supports and opportunities for entrepreneurs (DBEI) 
 
 
The interview with the representative from ISME highlighted that as an organisation they have 
some concern that policy actually prioritises workers as opposed to the entrepreneurs 
themselves, one example provided was that of the Future Jobs Programme. 
Well we certainly do agree that there is an issue on the entrepreneurial side. I 
suppose the issue for us, where this has crystallised most obviously is on the Future 





ISME would like entrepreneurship policy in Ireland to take some points from the German 
‘Mittlestand Model’ which has a large emphasis on developing entrepreneurial skills, finance 
and SME capacity in export markets.  
Whereas what we have been advocating, and ……. the OECD is suggesting now 
that we need to take up the ‘Mittelstand’ model……... Most of it would actually 
look like the Future Jobs Ireland Programme but the key areas it has in it are 
entrepreneurial skills, finance, knowledge about finance and treasury and 
developing SME capacity in the export market. Now they are all areas that are not 
dealt with in the Future Jobs Programme at all. So, what we would say is that the 
key failure in the current jobs strategy is it doesn’t deal with upskilling the 
entrepreneur. That is an absolute key objective for us. (ISME) 
 
 
In essence, ISME are calling for the Government to place more emphasis on the upskilling of 
entrepreneurs themselves, not just their employees. 
The key thing is that the OECD is suggesting we need to upskill the entrepreneur 
themselves not the employees, and we seem to consistently ignore that shortfall. So 
we are putting our hands up as representatives of SMEs and Entrepreneur 
community and saying we need upskilling. (ISME) 
 
 
Overall, while there is acknowledgement at policy level that entrepreneurship is critical 
to the Irish economy, ISME suggest the entrepreneurs themselves are often overlooked in 
various enterprise policies. 
 
 
6.8.2 Future Jobs Ireland Programme 
The primary focus of discussion with the Department of Business, Enterprise and Innovation 
was the Future Jobs Ireland Programme.  
Future Jobs is obviously current and we are working on Future Jobs 2020 at the 
moment and employment and quality employment, inclusive, new ways of working 
are all topics that are being examined for this iteration. (DBEI) 
 
 
The programme isn’t one static public policy, it is designed to be flexible and respond to what 
is going on in employment each year. 
262 
 
Well it’s an ongoing process. It’s a framework. Future Jobs Ireland started last year 
but is something that will happen every year on an annual basis. There will be an 
updated report. It’s not static. It’s not like there will be a policy published for a 
period of time and that will remain. It’s designed to be responsive and continue to 
adapt and change in real time. Well not perhaps in real time because its an annual 
publication, but it will, it’s designed to be flexible and will respond. (DBEI) 
 
 
In addition to quality employment, the programme looks at new ways of working and using 
technology, for example with remote working.  
It shows that we are supporting entrepreneurs and innovation. One of the key topics 
[at the recent summit] was new ways of working and how national policy can 
support using technology to adapt to the new way of people’s lifestyle. Being able 
to work remotely, be flexible. (DBEI)  
 
 
While an explicit aim of the Future Jobs Ireland Programmes is to create good quality jobs, the 
interviewee was asked if the department are using any specific framework for job quality. It 
transpires that at the time of the interview there was no definition or framework of job quality 
being used by the department.  
I would say no at the moment. We are exploring that and the summit was part of 
that. There were two breakout sessions and a lot of the concepts were explored in 
that. But not necessarily through the lens of good quality jobs, it’s more new ways 




As mentioned previously, ISME are concerned that the programme does not take the 
entrepreneur or business owner themselves into account. The representative from the 
department was asked if the people creating the jobs were taken into consideration when 
designing the programme. She acknowledged that they are not and that the programme is higher 
level than that, not going into that amount of detail. 
It’s probably higher level than that I guess. So Future Jobs 2019 promotes 
entrepreneurship as a way of broadening the enterprise space and supporting Irish 
SMEs and start-ups in emerging sectors. Trying to build our indigenous sector if 
you like. It also looks at social entrepreneurship and opportunities in that space to 
encourage job creation and growth. It talks a little bit about female entrepreneurship 





Finally, the interviewee had mentioned the support offered by Enterprise Ireland and the Local 
Enterprise Offices. As these organisations largely focus on businesses who are internationally 
trading or in manufacturing, it was asked if the Future Jobs programme took other types of 
businesses into account, such as local retail shops. She said that they were included but was 
unable to explain how. 
They are included, absolutely. But certainly SMEs that are exporting, high potential 
SMEs with a view to internationalisation, that’s a core focus of EI. There is a huge 
amount of employment in those micro-enterprises and they certainly are important 
to the economy. (DBEI) 
 
 
When asked about the Future Jobs Ireland Programme, ISME said that what it sets out to do is 
something positive. 
Absolutely. So first of all what I would say is the goal of Future Jobs, to create high 
quality jobs is an absolutely laudable, nobody is going to knock that (ISME) 
 
 
However, they argue that the desire to have all jobs of high quality is unrealistic and highlights 
the issues associated with a similar stance in Switzerland. 
What you can’t do though, and I’ve seen this in economies like Switzerland, is that 
the people who provide the basic services in society, security services, cleaning 
services, basic hospitality services. I don’t know if you’ve ever been to Geneva or 
places like that. But effectively those people, none of them live in Switzerland, they 
live across the border in France because they can’t afford to live in Switzerland. So 
we have to devote a lot of time and energy to management of cost. (ISME) 
 
 
ISME are concerned that the programme portrays an unrealistic message of replacing of low 
paid jobs. 
A huge amount of the Future Jobs Agenda is almost to pretend that there is going 
to be no more low paid jobs. That’s just not the case. You can’t simply decide that 
everyone in the economy is going to be paid €20 an hour, because if you do that 





They are also concerned that such an aim will encourage a rise in the informal economy. 
And what happens then is negative entrepreneurial skills take over, as you will have 
seen last week with the lorry trafficking case. You almost encourage a black 
economy when you start doing that sort of financial engineering in an economy. So 
you have to accept that all sorts of skills have to be represented in an economy, 
including lower or middle skilled jobs, not just…everyone isn’t going to be coding 
Java in the brave new world. We have to be open and honest and admit that. (ISME) 
 
 
Overall, while aiming to promote the creation of good quality jobs, it is evident that the 
Government is not using a framework to define and measure job quality in its application of 
Future Jobs Ireland. Furthermore, while ISME agrees that the policy has a positive aim, it is 
concerned that it is unrealistic. 
  
6.8.3 Supports for SMEs 
For the interviews with Enterprise Ireland and the Local Enterprise Office, the focus was 
primarily on the supports they provide entrepreneurs and what type of businesses they provide 
them to. There are two different types of support offered by both organisations, financial 
support and non-financial supports. Enterprise Ireland support businesses with more than ten 
employees. The local enterprise offices, on the other hand, support those with fewer than ten 
employees, micro-enterprises. Both organisations focus on supporting businesses who are 
internationally trading or manufacturing.  
 
 Financial Supports 
With financial supports both organisations give money to different types of businesses for 
different reasons such as expansion or job creation but offers are given based on the business 
showing a business growth plan which includes revenue and jobs.  
Well, I think at last count EI had something like seventy-nine financial funding 
offers. So go into detail of all the offers would be impossible, we would be here for 
hours. But I suppose the basic thrust of any offers that we have is based on a growth 
plan for the business. And with that growth plan we expect to see jobs as a 
consequence of that. (EI)  
 
 
The LEO’s offer a number of different grants to aid business expansion or growth.  
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The two main ones would be the priming grants and the expansion grants. These 
are around supporting businesses to start up and grow in the Limerick area, city or 
county. The core areas within those grants that would be eligible for funding would 
be things like capital expenditure, if they needed equipment or upgrading 
equipment and so on. We would have some standalone grants also. So if someone 
wanted to develop an e-commerce website or an international type of website, then 
they can get a small amount of money towards that and so on. (LEO) 
 
  
Some examples of the types of financial support Enterprise Ireland provide would be for the 
creation of key management positions. It may to be fill a capability that the organisation does 
not have and the salary can be funded by up to 50%. 
We have specific supports then for key manger positions. They are actually very 
popular amongst our client base because it means that they can hire somebody at a 
senior level and get salary funded by up to 50%. So that takes a huge pressure off 
the SME at a time when it’s a scary thing to be expanding the senior management 




This may be useful for a traditionally family run business who needs to become more digital in 
their focus. 
You are talking about traditional family owned engineering type companies who 
have had huge pressures to change, upskill and become more digital in their focus 
and so on. That has put enormous pressure on them in terms of investment and 
making that change aswell. (EI) 
 
 
The primary criteria to be met in order to be eligible for some grants are both the creation of 
employment and business growth. This is in addition to being internationally trading or 
manufacturing. 
Employment, it all evolves around employment. Every application has to link to 
the creation of employment or the potential to create jobs. The other key area would 
be around marketing expenditure within the business, to help grow business’ 
presence in the marketplace. It has to be part of a growth strategy for a business. 





In supporting employment, the LEO’s can offer businesses who are eligible, a sum of money 
towards paying an employee, provided they are paying at least the minimum wage. 
Approximately €7,500 is what we would allocate for each job. So it’s like a sub 
towards an employment cost, to take on someone in the business, that you are 
paying them at least minimum wage. If it’s a full-time position, then its €7,500 is 





In addition to the various funding supports available, Enterprise Ireland provide non-financial 
supports to help businesses with various different process they may require to grow their 
business.  
And in behind that then we provide all the various supports. So we have particular 
supports for increasing competitiveness, so all about the lean process and trying to 
find efficiencies within a company’s system and so on. And that’s very popular 
actually with our clients because they can see immediately the efficiencies that can 
be derived. It’s only one approach, you know, but it’s one that enterprise Ireland 
like very much. (EI) 
 
 
LEO’s can also offer non-financial supports for their businesses. A popular support offered is 
the services of a mentor. This can be for most businesses who show a need. They also offer a 
range of programmes to suit various business needs. 
Well actually we would give a mentor to most businesses now if they made a 
business case. Like a consultant would be struggling to get a mentor but if we had 
a consultant apply for a specialist mentor and they were having a problem in that 
area, we would probably give them one session with the mentor. They would have 
to pay their own way after that. We try to make our programmes fit the business 
rather than make the business fit the programmes. We are lucky in the sense that 
the way we are set up we have a bit of flexibility around that. Once we can show 
that there is a valid business reason for it then usually there isn’t any issue around 
spending money on it. (LEO) 
 
 
Who is Funded? 
When asked about the type of businesses they support, both organisations primarily support 
businesses who are either manufacturing or internationally trading.  
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So they are either manufacturing or internationally trading or have the potential to 
be internationally traded or export their product. So we have start-ups, the high-
potential start-ups base. Then we have a unit for export development (EI)  
 
 
The EI representative also highlighted that the organisation tends to focus their energy on the 
bigger companies on their database. 
We tend to focus very much on the bigger companies, and we are trying to make a 
shift to the smaller SMEs but …. it’s very slow. There is concern because we don’t 
have the expertise in dealing with these companies and so on. But these are the 
companies that will create the jobs. (EI) 
 
 
The local enterprise offices, on the other hand, support those with fewer than ten employees, 
micro-enterprises.  
Now only small businesses up to 10 employees who are manufacturing or 




When asked if they provide any supports, either financial or non-financial, for companies who 
aren’t internationally trading or manufacturing the representative from Enterprise Ireland 
highlighted that they don’t support that cohort of companies now as they are seen as ‘dead 
weight’. 
We don’t support that cohort of companies and in general the LEO’s don’t support 
them either, because European law, as well as Irish law and EI policy, DBEI policy 
and so on, we can’t support those because of the dead weight issue. So they are 
companies that will be strong on the back of companies we can support if we can 
create that sort of job creation in the economy. So we can actually only support a 
very small cohort of companies really when you think about it, the agencies 
generally. But they are the cohort that will be sustainable if they do it well. (EI) 
 
 
They did however recently offer a trading online voucher to help any business who wished to 
move their business online. 
What we have done in the recent past and it’s the first time ever is that we did have 
a competitive call for the retail sector in terms of increasing their digitalisation 
capacity. So again, because it was Enterprise Ireland, we tended to get the bigger 
retailers. So we got a couple of the big pharmacy chains and some of the big family 
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owned, 5 or 6 store retail outlets. In terms of the LEO that’s probably where they 
have more impact. They have a thing called the trading online voucher (TOV) 
which is a voucher for €2,500 which can be applied for for any company that’s 
trading for more than 12 months. It can be retail, a hairdresser, a mechanic, it can 
be anybody. (EI) 
 
 
Unlike Enterprise Ireland, there are some limited supports for businesses who are not 
internationally trading or manufacturing offered by the LEOs.  
Yes, well I suppose the productivity voucher I mentioned there is targeted at a 
different type, really at a business who is not eligible to get our other funding. The 
small grants you don’t have to be manufacturing or internationally trading but for 
the exporter’s grant you have to be looking at the possibility of internationally 
trading and the website development grant, which is called the trading online 
voucher, you obviously need to be looking at some sort of an overseas clientele to 
be eligible. (LEO)  
 
 
If a business grows to have more than ten employees, then they are passed on to Enterprise 
Ireland.  
We are under the umbrella of Enterprise Ireland as you probably know and we 
would support the smaller businesses, whereas Enterprise Ireland then would deal 
with the larger businesses. So if we have a growing company who surpasses 10 
employees and are exporting, then enterprise Ireland will then step in to support 




6.8.4 Female Entrepreneurship 
Following on from discussions about the supports that LEO’s and Enterprise Ireland can offer 
businesses, the topic of supporting female entrepreneurs in particular came up in both 
interviews. It was also something that the representative from the Department of Business, 
Enterprise and Innovation mentioned as something that is very much on the entrepreneurship 
agenda.  
It [female entrepreneurship] is very much on the agenda. As are work/labour force 
participation and trying to encourage more women back into the workplace through 
more flexible working and being more open as a society to perhaps part-time or 
remote working. Being more innovative I guess in our approach to employment. 
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Something that is part of the developing enterprise strategy, the context of what is 
a good job. (DBEI) 
 
 
Enterprise Ireland established a fund for start-ups that had a female founder. 
EI launched the female competitive start fund, which is exactly the same fund and 
the same process, but specifically targeted at female founders. So the only 




This initiative came about after it was noticed that only 7% of the companies Enterprise Ireland 
had invested in in 2011 had a female founder. The female competitive start fund was launched 
after the establishment of a female entrepreneurship unit within the organisation.  
As I said, back in 2011, of all the companies that EI was investing in, the high 
potential start-ups, 7% included a female founder. So in response to that EI set up 
a female entrepreneurship unit within the high potential start-up division and went 
about making a concentrated effort to attract and support female founders (EI) 
 
 
In addition to the funding, the unit went on to promote female entrepreneurship through a 
number of different methods including awareness raising and sponsorship of events. 
From an awareness creation perspective EI would be involved in promoting female 
role models both directly through case studies and that sort of thing, but also by 
partnering or sponsoring various awards and events that are set up to promote 
female entrepreneurship…… So EI set up or through partnership, have been 
delivering capability driven networking, mentoring type programmes, specifically 
targeted at women entrepreneurs at various stages….. Awareness raising, 
confidence building, capability building and finance would have all formed part of 
the platform of activities that EI engaged in (EI)  
 
 
These initiatives have encouraged a greater number of applications from women with 22% of 
the firms it supports having a female founder in 2018. 
That had a significant impact in terms of generating a much larger proportion of 
applications under the competitive start fund coming from women.. …I suppose 
the result of that, we have seen a significant increase in the numbers of female 
founded companies in the HPSU section. That went from 11% in 2011 to 22% in 




When it comes to the Local Enterprise Office, they too have a number of supports for women, 
particularly around the area of networking events. 
Part of what we do is support women in business. We do networking for companies. 
Organise different types of networking events. And I suppose what we have been 
doing lately is having Women in Business networking events specifically. And that 




6.8.5 Job Quality 
Interviewees were asked if job quality was ever something that was considered when giving 
support to businesses. For Enterprise Ireland, while the phrase is mentioned a lot, there is no 
consensus as to what a good quality job is. 
I would be surprised if there was a definition of a good quality job, however, I 




The perception of the representative was that it would be the creation of a job that has a third 
level qualification and has good pay.  
I would imagine that the view that is held in the organisation is that a good quality 
job would be a job that is created for someone who has a third level qualification, 
probably a masters, who is well paid, who is mobile and agile and all that good 
stuff. But in terms of getting into the nitty gritty of what that actually means I don’t 
think so. (EI) 
 
 
She goes on to explain that they only provide funding for executive positions and graduates. 
Well we will only fund for executive positions. The LEO’s will fund for operational 
positions. Now we do fund graduates as well. (EI)  
 
 
As mentioned previously, the Future Jobs Ireland Programme does not have a definition or 
framework for a good quality job, however, the department representative also highlights how 
the idea of a good quality job has changed over time.  
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So a long time ago a good job would have been a job for life with a good pension 
and stability. Now people aren’t thinking like that anymore. People want to be a lot 
more fluid and flexible, autonomous. There is a different mind-set and we are trying 
to adapt policy to that mind-set. (DBEI) 
 
 
6.8.6 Challenges for Entrepreneurs 
The final topic for discussion in the interviews with policy level stakeholders was what they 
thought were the main challenges facing entrepreneurs at the moment. Skills was an issue that 
came up a number of times. For ISME and Enterprise Ireland, management capabilities were 
something that came up as a current challenge for business owners.  
Management capabilities are an issue. And strategic planning. You can be 
absolutely sure that if you walked into any SME in the county, they will not have a 
strategic plan. It is there, in the head of the owner/CEO but it’s not on paper. And 
that drives all sorts of issues around consistency of approach, around strategic 
decision making, what markets to go after or even to hire staff. So that’s a major 
major issue. (EI)  
 
The difficulty is that they lack the broader skills to run a business. So a hige amount 
of running a business is regulated by law. The companies act is the largest act in 
the Irish statute book. And that is before you get to HR law. So as soon as you hire 
one person, you’re an employer. We know from experience that even long 
established businesses have significant failings in the Organisation Working Time 
Act, the Payment of Wages Act, in Health and Safety Management. So employers, 
even small ones, even micro start-ups and entrepreneurs have basic gaps in their 




Another challenge highlighted was the availability of skills in the areas in which the companies 
they support are trying to hire. 
Skills, access to skills. That is certainly true amongst the engineering companies. 
Percision engineering, you know CAD guys. These are the skilled operators. I have 
one company where they are having to go to India, it takes 8 months to get a work 
permit sorted and even at that it can be sent back on any grounds so could take 12 
months. They’ve exhausted Europe. We work closely with the skills forum. Skills 
are an issue right across the board. For example there are 900 vacant chef positions 
at the moment, there are hundreds of ICT vacant positions, there is a hundred 
advertised positions from operative to senior levels actually advertised in Shannon 




I suppose the other thing then is that’s impacting them then is the challenge around 
sourcing staff. And it doesn’t seem to matter what sector. In my visibility it started 
at the start of this year with the engineering sector and it has grown into every 




When asked if the challenges in becoming an entrepreneur were the same for men and women, 
a representative from Enterprise Ireland said that despite the fact that all entrepreneurs face 
similar challenges, women tend to be less confident and less likely to take risks. 
 Well all entrepreneurs face similar challenges. What we do know is that women, 
and again this is a generalisation. There are always going to be those that don’t fit 
this particular description, but women tend to like more certainty when it comes to 
making decisions, so the propensity to take lets say, well I mean, to be an 
entrepreneur, you have to have a strong propensity for an optimistic risk taking type 
of outlook. We know that at least one in two start-ups fail so you need to be pretty 
confident, optimistic, and willing to take risk to make the decision to actually do 
something that is that risky with a 50% chance of failure. So the characteristics of 
women would tend to be not to have this level of over-confidence which is 
something that is really needed at the very early stage.  (EI) 
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This chapter provided an analysis of the findings of the qualitative stage of this study. It 
analysed interviews with business owners of both high potential and low potential businesses. 
While there were some similarities found between both types of business owners in their 
motivations for starting businesses and concerns about becoming an employer, there were some 
clear differences found in the areas of job quality and job creation, with low potential 
businesses more likely to take an informal approach. The second part of the chapter provided 
an analysis of interviews held with policy level stakeholders. While national policy aims to 
provide “good quality jobs”, it is clear that there is no consensus on what that term actually 
means, at whom it is aimed or how it will be implemented. Furthermore, it is found that despite 
acknowledging the importance of low potential businesses, supports for entrepreneurs are 
primarily aimed at high potential businesses who are internationally trading or manufacturing. 






CHAPTER SEVEN: DISCUSSION 
 
7.1 Introduction  
This study aimed to address gaps in the literature regarding the intersection of entrepreneurship, 
job quality and gender. Firstly, a survey explored job creation and job quality in Irish owned 
businesses, finding some differences between job quality in male and female owned businesses 
as referred to in chapter five. This survey also identified differences in entrepreneurial 
motivations between male and female entrepreneurs. In particular, it highlighted that more 
women considered their caring responsibilities when setting up their business than men. In 
order to explore the factors that account for the differences identified, interviews were 
conducted with business owners in both high potential and low potential businesses. The 
decision was made to focus the qualitative stage of the research on these two categories because 
the literature indicates that job quality is likely to be better in high growth businesses, however, 
women are more likely to establish businesses in low growth firms (e.g. Henrekson and 
Johansson, 2010; Brooks et al. 2014; Giner et al. 2017; CSO, 2020a). The survey and 
interviews allowed for a thorough investigation of the research questions outlined in chapter 
four which were: 
 
1. Do male and female entrepreneurs place different values on the various job quality 
dimensions? 
2. Are entrepreneurial motivations gendered in nature? 
3. What are the similarities and differences in job quality between male and female run 
businesses? 
4. What factors account for similarities and differences in job quality in male and female 
owned businesses? 
 
This chapter will discuss the findings of this study in light of the existing literature. Little is 
known on the gender differences in job quality between male and female owned businesses, 
however, this chapter will contextualise the findings based on international evidence on what 
is known. It will bring existing literature on job quality, entrepreneurship and gender together 
with the findings of this study. The chapter is structured in order to address the research 
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questions as presented above. Firstly, the different values that male and female business owners 
place on job quality themselves will be discussed, comparing the suggestions of the literature 
to the findings of this study. Secondly, there will be a discussion centred on the motivations 
for becoming an entrepreneur and more specifically a focus on any gender differences that do 
exist. With the interest of the study primarily being the secondary role of entrepreneurs as 
employers as opposed to their primary role as entrepreneur, this chapter will then discuss the 
differences in job quality that were found between male and female owned businesses. The 
factors that account for such differences will also be discussed. Finally, the policy situation in 
Ireland around job quality, job creation and female entrepreneurship will be discussed in light 
of the findings from this study.  
  
 
7.2 Research Question 1 - Do male and female entrepreneurs place different 
values on the various job quality dimensions? 
 
7.2.1 Job Quality from the Entrepreneur’s Perspective  
As discussed in chapter two, job quality is difficult to define. It is a multi-dimensional concept 
which differs in meaning among different occupations and labour market segments (De 
Bustillo et al. 2011, Findlay et al. 2013, Díaz-Chao et al. 2016, Arranz et al. 2017). An 
extensive review of the literature highlighted that a vast majority of the research conducted to 
date on job quality places emphasis on the employee, however, this study set out to examine 
job quality from the perspective of the person creating the jobs, namely the business owner. As 
argued by Findlay et al. (2013), the way in which the business owner organises its employees 
can have a significant impact on employee job quality. Typically, business owners are making 
decisions about labour that are reactions to the pressures they are under to keep their business 
competitive (Campbell and Chambers, 2008; Green, 2008). The interview phase of this 
research investigated the job creator perspective in job quality, finding that they consider 
several different job characteristics aspects of a good quality job. The business owners indicate 
that the concept of a good quality job is subjective, however, acknowledge that it isn’t 
something they gave much thought to, at least initially, when they first became employers. 




The Eurofound (2012) Job Quality framework was chosen as an all-encompassing framework 
for this study due to the fact that it consisted of characteristics that had arisen consistently in 
the analysis of the other frameworks. These characteristics, or dimensions, were earnings, job 
security, future prospects, work life balance, social relationships and a safe physical and social 
environment. This study explored what job characteristics business owners’ thought were 
important for their employees. Common responses included the importance of finding the right 
balance of demand at work, providing employees with a level of autonomy/responsibility, 
remuneration and the work environment as being important for employees. For high potential 
firms, opportunity for growth/progression and having meaningful work was something the job 
creators deemed important. On the other hand, those in the low potential firms cited satisfaction 
with working hours and employee happiness as important to job quality. While these 
characteristics all appear in the Eurofound (2012) Job Quality Framework, the findings from 
this study indicate that the degree to which employees need these characteristics met can differ 
across the two business categories.  
 
Furthermore, while objective measures, on which the Eurofound framework is built, will enable 
clear measurement of job quality, the findings of this study highlight the importance of 
individual employee preferences within each dimension. When asked what their employees 
valued in their jobs, business owners highlighted during interviews that each of their employees 
would have different priorities when it comes to their needs from their jobs. This will be evident 
as each job quality dimension is discussed in greater detail in section 7.4. Finally, the 
suggestion made by Hamzehpour (2013), that better quality jobs are offered in larger firms 
with better wages and benefits on offer is not supported by this study. When asked if being an 
SME made it more difficult to create good quality jobs, most business owners disagreed. They 
feel they can offer more in some ways to bigger companies, such as exposure to different 
aspects of the business. Yet again, during this question, they highlighted the role individual 
preferences of the employee play in perceptions of job quality. It is acknowledged that the 
sample in this study is small, however, it goes beyond objectively measuring job quality to take 
the entrepreneur and employee into account. Therefore, when looking at job quality from the 
perspective of an entrepreneur who is an employer, it is important that researchers take a more 
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nuanced approach, being aware of some small but important differences in what characteristics 
employees look for from their jobs. While it is important to have a framework of job quality to 
work from, it is clear from this study that job quality will look different in businesses of 
different sizes and categories.  
 
While Litwin and Phan (2012) argue that it is in companies’ best interest to know about the 
impact of job quality on organisational performance, the current study finds that job quality is 
not high on a business owners’ priorities.  For most business owners who took part in this study, 
job creation was a consequence of their business growing. Their employees fit into the needs 
of the business at a particular time and most entrepreneurs did not give much thought to the job 
quality of either their employees or themselves. In fact, initially, when asked what a good 
quality job looks like to them, the term job quality had to be clarified for most of them. Some 
participants interpreted it as the quality of work done by employees as opposed to the 
characteristics of their employees’ jobs. In agreement with Litwin and Phan (2013) the findings 
of this study indicate that entrepreneurs are not setting out to create low quality jobs. It is a 
concept that doesn’t consciously occur to them, particularly at the beginning of their venture. 
Job creation comes from a business need and in the beginning is more reactive than planned. 
However, for some entrepreneurs who took part in the study, as their business expanded, they 
put more thought into what they could offer their employees in terms of making their 
experiences at work better. They acknowledged not considering job quality in the design of 
new roles at the beginning, however, as they grew, some companies in the high potential sector 
have begun to develop job descriptions, onboarding programmes and career progression plans 
with a view to enhancing their employee’s experiences at work.  
 
It has been clear from chapters one and three that, at a policy level in both Europe and Ireland, 
job quality is high on the political agenda. While the impact of the findings in this regard will 
be discussed in detail later in the chapter, the study sought to explore if a consistent message 
on job quality came from the Government and was considered in the provision of funding from 
Enterprise Ireland and the Local Enterprise Offices. Similar to the lack of consensus found in 
the literature (Kelliher and Anderson, 2008; McDonald et al. 2009; Findlay et al. 2013; 
Kauhanen and Nätti, 2015), a lack of consensus on the concept is evident in Irish policy also. 
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As the businesses in the high potential category were the only ones entitled to financial support 
from the Government agencies, a discussion on whether job quality was considered as a 
condition of that funding took place. Responses indicated that while job creation is expected, 
job quality is not mentioned. Instead the expectation is to create a ‘sustainable job’, however, 
there was no clear consensus on what that looks like. In an interview with a member of 
Enterprise Ireland it was clarified that there is no existing definition or framework of job quality 
in Enterprise Ireland or coming from Government. When discussing job quality they said they 
emphasise the creation of highly skilled, sustainable jobs. However, this is not how the 
literature, or the findings of this study explain good quality jobs. Following an in-depth analysis 
of thirty-one job quality frameworks it was clear that while there was no consensus on the use 
of a single definition for job quality, it is a concept that refers to the characteristics of one’s job 
(De Bustillo et al. 2011; Holman, 2013; Kalleberg et al. 2015; Díaz-Chao et al. 2017). Being 
highly skilled in not a pre-requisite to having a good quality job. In essence job quality policy 
and entrepreneurship policy in Ireland are operating independently. Therefore, while policy 
discusses job creation and sustainable jobs, this research encourages the use of a job quality 
framework that goes beyond sustainable employment, in order to support entrepreneurs in 
creating good quality jobs for their employees.  
 
 
7.2.2 Gender of the Entrepreneur and their own Job Quality  
Beyond the entrepreneur’s perspectives of job quality, the survey aspect of this study set out to 
investigate whether the job quality preferences of the jobs they do themselves differed based 
on whether they were male or female. This comes from suggestions in the literature that gender 
inequalities exist when it comes to accessing the labour market and good quality jobs (Rodgers 
2008). In addition, there is a suggestion that women place a stronger emphasis on family 
friendly jobs, trading aspects such as career progression and autonomy (Stier and Yaish, 2014; 
Piasna and Plagnol, 2017). The findings of this study indicate that these suggestions do not 
hold true for participants in the survey. The survey asked entrepreneurs which of the following 
job characteristics were important to them; earnings, earnings potential, income security, 
contract status, ability to use skills, control, pace, flexibility, working weekends, working 
hours. The only statistical difference found was the preference for the ability to use and develop 
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skills. Women viewed this characteristic as more important than men. This does not support 
findings in the literature claiming that preferences of men and women vary across job quality 
dimensions. What perhaps this does signal is the need to look beyond just gender in looking at 
the differences. This study looked at preferences of entrepreneurs who not only are working 
for themselves but are creating jobs for others. When entrepreneurs discuss their employees, 
which will be detailed in the next section, some differences can be seen when it comes to what 
they believe their female employees want. The findings therefore indicate that there is a need 
to consider not only gender but potential difference in perspectives about job quality 
characteristics between employees, business owners and business owners who are employers. 
 
Interestingly, while not a significant difference, the number of hours worked was more 
important to women than it was to men. On delving deeper into the working time dimension of 
job quality, it appears that female business owners tend to spend less time in the week working 
on their business than male business owners. A larger proportion of female business owners 
worked less than forty hours a week (30%), in comparison to their male counterparts (12%). In 
contrast, a larger proportion of men worked sixty hours a week or more (31%) in comparison 
to women (22%). In addition to working hours in the week, while not statistically significant, 
a larger share of female entrepreneurs opted to work four days a week on their business (8%) 
in comparison to male entrepreneurs (2%). More male entrepreneurs work six and seven days 
a week, 39% and 16% respectively, in comparison to their female counterparts, 34% and 12%. 
Of those who opted to work four days a week, 14.3% had been focusing on caring 
responsibilities before setting up their businesses. This corresponds with findings in the 
literature that indicate that women, particularly those with caring responsibilities, are likely to 
make concessions in their jobs to fulfil their responsibilities outside their workforce (Sheen, 
2017). The concessions for participants in this study are in the form of working time. 
Furthermore, the findings indicate that there is a proportion of women, although smaller than 
expected, who believe that setting up their own business will give them the working time 
quality they need. This aligns with research by Pardo-del-Val (2010) which suggests that 
women are more likely to be pushed into entrepreneurship, taking into consideration their non-
work lives as a priority. However, findings from the interviews highlight that this desired 
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flexibility is not easily achieved when growing a business, whether it is in the low or high 
potential category. This was the same for both men and women.  
 
 
7.2.3 Business Owner Insights into Job Quality Differences between Male and Female 
Employees 
While the focus of this study was on the business owners, some interesting findings emerged 
from the interviews about what these business owners believe that their female employees want 
in terms of job quality characteristics. The vast majority of the low potential businesses, who 
do not trade internationally or engage in manufacturing, had a workforce that was 
predominantly female. The findings show that this category of businesses is likely to have 
limited opportunity for employee career progression. This supports the arguments of Stier and 
Yash (2014) who argue that women are likely to be in jobs that offer less opportunities for 
career progression. In contrast, the high potential category, those who do internationally trade 
or are in manufacturing, as a whole, do not appear to have a concentrated gender breakdown 
of employees. Out of the six companies included in the study, two businesses had 
predominantly female employees, two had predominantly male employees and two had a 
relatively equal gender distribution among their employees. Interestingly, however, the two 
companies with more female employees were the two companies with the lowest numbers of 
employees out of the high potential category. While initially this study did not set out to focus 
on understanding the industries in which females work, the findings do support suggestions in 
the literature that indicate women are concentrated in specific industries in which have low 
pay/low productivity jobs (O’Connor, 2009). Not only are the majority of employees in the low 
potential sectors female, but there are indications that even when business owners in the high 
potential industries are striving to achieve a gender balance, they are faced with great difficulty. 
One participant in the high potential category highlighted that while she valued diversity in all 
forms in her business, it is difficult to achieve a gender balance in the IT/engineering industry 
in which she operates. 
 
One commonly cited influencing factor in the choice by women of jobs and hence, job quality, 
is the need for flexible working arrangements, or a shorter commute, so that they can spend 
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more time with their families (Hayley-Lock et al. 2013; Sheen, 2017). The findings from the 
interviews do indicate that business owners, particularly in the low potential category, believe 
that flexibility is important to their female employees, and that low potential businesses tend 
to be more willing to facilitate this flexibility than the high potential businesses. An owner of 
a low potential business highlighted that while he would prefer to have his employees all 
working full-time, a majority of his female employees who had children requested to work 
three- or four-day weeks. Other participants in this category also spoke about their employees 
needing flexibility for family related responsibilities and their willingness to facilitate these 
requirements. In contrast, while two business owners in the high potential category each had 
one person on a part-time contract, others highlighted that part-time employees were not a 
suitable option for their companies, and it was not an option they were willing to offer. This 
lack of flexibility was surprisingly present in the two high potential businesses that had a 
majority of female employees and the lowest number of employees overall in the category.  
 
 
7.2.4 Entrepreneurship and Job Creation 
When examining job quality from the business creator’s point of view, it is important to look 
at entrepreneurship and job creation strategy, as decisions made in terms of job creation have 
the potential to impact job quality. As discussed in chapter one, entrepreneurship is used at 
national and EU policy level as a job creation tool, however, the literature is quite mixed on 
whether or not it is a good strategy. This study supports the arguments in the literature that job 
creation by small firms is dynamic (Van Praag and Versloot, 2007; Decker et al. 2014; 
Nightingale and Coad, 2014). The survey found that the participating entrepreneurs were 
adding to job creation in Ireland. There was a clear increase in the numbers of employee’s 
business owners had since the beginning of their venture (Md = 1.0, n = 265) and at the time 
of the survey (Md = 4.0, n = 266). Furthermore, correlations run between the number of 
employees at the beginning and the number of employees at the time of the survey indicate a 
strong positive relationship in the number of jobs. While the survey showed the contribution 
of entrepreneurs to job creation, the interviews indicated that not all jobs created by 
entrepreneurs are in the Irish economy. Furthermore, one of the business owners interviewed 
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had significantly reduce their number of employees due to a client withdrawing their business 
with no notice.  
 
In addition to arguments of dynamic job creation, the literature promotes the creation of high 
growth firms, which it is argues are better for sustainable job creation and economic 
development (Henrekson and Johansson, 2010; Yazdanfar and Ohman, 2018). The findings 
from the interviews indicate that these suggestions warrant caution. While the high potential 
firms in this study did create a higher number of jobs than the low potential firms, it cannot be 
argued that these jobs were more sustainable and all contributing to the Irish economy. 
Supporting the suggestions made by Brown and Mason (2016), half of the high potential 
businesses hired employees overseas, with some owners highlighting that the jobs created in 
the future are likely not to be in Ireland. All of the low potential businesses created all of their 
employment, not only in Ireland, but in their local communities. When it comes to the 
sustainability of the jobs created by participants of the interviews, all of the low potential 
businesses have grown their employee base and have created long-term employment over 
years, with many business owners indicating that the jobs are there for their employees as long 
as they want them. In contrast, two of the high potential businesses have reduced the number 
of employees that they had, one company letting thirty people go. Discussions with this 
business owner indicated that the forty-two jobs that he created were largely relying on one big 
client, based overseas. The twelve jobs he managed to sustain were from contracts he had based 
in Ireland. Giner et al. (2017) suggest that employment generation should be promoted by 
assisting entrepreneurs in establishing high growth, sustainable firms. However, insights from 
this study raise the question as to whether reliance on businesses that are manufacturing or 
internationally trading is the best strategy for the narrow focus of the Government on 
sustainable employment. The Irish Government needs to look beyond one dimension of job 
quality to include an all-encompassing framework, that has the ability to enhance the 
experiences of individuals at work, regardless of the context  
 
The interviews examined differences in approaches between high potential and low potential 
firms in the decisions to hire employees, approaches to hiring, concerns about becoming 
employers, challenges in job creation and future job creation. Given the suggestions in the 
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literature that Governments should primarily focus on supporting the establishment of high 
growth firms (Henrekson and Johansson, 2010; Yazdanfar and Ohman, 2018), the similarities 
and differences between the two categories of businesses when it comes to job creation 
warrants discussion. The reasons behind the decision to hire someone is one similarity between 
the approach of high potential and low potential businesses to job creation. Both sets of 
business owners spoke about the business needs; hiring someone with a skillset they don’t 
already have and the need to meet the demands of the growing business. However, this study 
supports the suggestions by Gundry and Welsch (2001) that low growth firms take a more 
informal approach to organisational design and management practices than high growth firms. 
When it comes to hiring, low potential business owners have been approached by friends, 
customers or relatives, to give jobs to people they know. In contrast, high potential businesses 
take a formal approach which includes seeking out suitable applicants on LinkedIn, writing job 
descriptions, advertising vacancies and interviewing. One respondent even describes the eight 
weeks of training and the five-hour exam that employees have to go through before they are 
fully onboard. In contrast, those in low potential businesses tend to hire people they know or 
through word of mouth.  
 
Another area of commonality in the approach to job creation is that of concerns about becoming 
an employer. For both categories of business, the participants did not worry about job creation 
or the responsibility of becoming employers. Owners in both categories also sought advice 
from support organisations when it came to employment contracts and employee rights, where 
needed. In addition to concerns about becoming employers, there was discussion in the 
interviews around the challenges in job creation. There was some degree of overlap, with high 
potential companies having an issue with the availability of the required skills, while low 
potential companies having the added challenge of customers, friends, and family, all wanting 
jobs even though they may not have the required skillsets. It is important to note at this point 
that there appears to be little known in the literature about the differences in experiences in job 





7.2.5 Gender of Entrepreneur and Job Creation 
As mentioned previously, there are suggestions in the literature that encouraging high growth 
businesses is better for sustainable employment. However, women who set up a business are 
more likely to be focused in retail and services industries which are not considered high growth 
(Brooks et al. 2014). Interestingly, when looking at the number of jobs created by both male 
and female entrepreneurs, there were no statistical differences to report. While median values 
indicate that male entrepreneurs are likely to create jobs sooner than their female counterparts 
and have more employees on full-time contracts, the results were not statistically significant. 
Something that did have some statistically different results, however, was the breakdown of 
male and female employees hired by male and female business owners. The survey results 
show that male business owners have more male employees (Md = 5.0, n = 67) than female 
employees (Md = 3.00, n = 63) on full-time contracts. For female business owners, they hire a 
similar proportion of women (Md = 2.00, n = 42) and men (Md = 2.00, n = 31) on full-time 
contracts. With statistics from GEM (2020a) showing that women are more likely to set up 
their businesses in industries that are considered low potential by policy makers, this indicates 
that female employees are also likely to be more concentrated in these industries, supporting 
O’Connor (2009). This suggestion comes as a result of the employee gender profile in low 
potential firms being predominantly female. Again this supports the argument that women are 
choosing jobs that will suit their needs and lifestyles (Stier and Yash, 2014; Sheen, 2017) and 
hence, that job quality is subjective in nature.  
 
 
7.3 Research Question 2 - Are entrepreneurial motivations gendered in nature? 
7.3.1 Motivations of the Entrepreneur  
Given the important role that entrepreneurship plays in job creation, it is important to look at 
the motivations of business owners as the literature suggests push and pull factors can influence 
the success of a business venture (Congregado et al. 2010). In particular, as with the focus of 
this study, the investigation on this research question is centred on gender differences. The 
literature argues that women and men cite different reasons for becoming an entrepreneur, with 
women more likely to be pushed into entrepreneurship and take their home circumstances into 
account (Pardo-del-Val, 2010; Dawson and Henley, 2012). Motivations were investigated both 
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in the survey and the interviews. While this study found some differences between men and 
women in their motivations to become an entrepreneur, the overall impact of their family 
situation is not as prominent as the literature indicates. The survey findings found some 
significant differences between men and women in their responses about their main reason for 
starting their own business. Just over half (53.3%) of men did so to take advantage of a business 
opportunity, in comparison to 41.7% of women. As would be expected from the literature 
(Pardo-del Val, 2010), more women (15.6%) started their business in order to help fit their 
career around personal responsibilities. Even though this was almost three times as many men 
(5.3%), the share of women who set up their business with their family as a primary motive is 
still quite small. This was supported by the interviews. Both men and women had similar pull 
factor motivations. Even when it came to a comparison of women in high and low potential 
firms, only two women in the low potential firms spoke about hoping to get flexibility for their 
family circumstances from running their own business. One of those highlighted how while 
that was a hope, it is far from reality and she feels the pressure to be present in her business all 
of the time. Of the women who had clear pull related motives, such as entrepreneurship being 
in their blood, they were not concerned about fitting in family and business. They were focused 
on their businesses and did not see any family concerns as an obstacle. Therefore, while the 
literature is generalising that women are pushed into entrepreneurship, this study would suggest 
that the proportion who are pushed are a minority. This suggests that the role of caring 
responsibilities in becoming an entrepreneur is overemphasised and in essence a myth in recent 
years.  
 
While the focus of the study is on gender, there are some interesting general findings on 
motivations for entrepreneurs regardless of their gender. Of push and pull factors, pull factors 
were the most popular among participants in this study. 48.6% of respondents said taking 
advantage of a business opportunity was the main reason for starting their business while just 
over half (53.2%) chose greater independence as their most important motive. When it came 
to push factors only 13% felt pushed into starting their own business because of limited 
employment opportunities and 9.7% to fit their career around caring responsibilities. 
Interestingly, Bygrave et al. (2003) suggest that when looking at contribution to economic 
growth, being pulled into a new venture, utilising knowledge and skills is more likely to lead 
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to job creation than being pushed into it. Pull factors were quite common among both low and 
high potential businesses. Participants cited the desire to set up their own business, the 
opportunity presenting itself and the valuable experience they had attained working for others 
as key reasons as to why they began their own businesses. In terms of the findings, while 
literature indicates that high growth firms are better for the economy, motivations are similar 
for the participants in both low and high potential firms. These findings, in addition to other 
arguments to be made throughout this chapter, indicate that motivation alone will not dictate 
the types of jobs created by entrepreneurs. 
 
 
7.3.2 Female Owned Businesses 
When it comes to the literature on female entrepreneurship, going beyond motivations, there is 
agreement that women are under-represented in terms of becoming entrepreneurs (Sánchez 
Cañizares and Fuentes García, 2010; Brooks et al. 2014; Stough, 2016; Conroy and Weiler, 
2017). This is supported by this study. In the survey, the gender breakdown was 60.6% male 
and 39.4% female. This is in line with the figures for Ireland provided in the Global 
Entrepreneurship Monitor (2020a) with 68% male and 32% female. Interview participants from 
Enterprise Ireland also agreed that women were under-represented in the entrepreneur space 
and illustrated some ways in which national policy is now aiming to increase the number female 
entrepreneurs. This was discussed in chapter three. Literature also indicates that women are 
more likely to have smaller enterprises than men and are less likely to hire their first employee 
for each year of the business’ existence than men (Tan, 2008; Fairlie and Miranda, 2017). This 
finding is upheld by the results of the survey. The survey shows that the median time to first 
hire is 0 for men and 1 for women, meaning that men are more likely to hire in their first year 
of business than women. The results also illustrate that women (Md = 4.0, n = 97) hire fewer 
employees over time than men (Md = 5.0, n = 150).  
 
One possible explanation, proposed in the literature, for the fact that women create fewer jobs 
than men, is the argument that they have been pushed into entrepreneurship because of the 
conflicting role they hold between their career and home responsibilities (Bygrave et al. 2003; 
McGowan et al. 2012). As indicated in section 7.3.1, a majority of the women interviewed for 
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this study did not find this conflict an issue in either growing their businesses or creating jobs. 
Furthermore, the data illustrated that balancing family and career was only a motivation for 
15.6% of women to start their business. Therefore, while it is a factor for some women, the 
role of work-family conflict in the decision to become an entrepreneur appears to be over 
emphasised in the literature. It must be acknowledged that this is a small study, with a small 
number of interviewees, however, it does offer an alternative perspective. Another explanation 
proposed in the literature for the under-representation of women in entrepreneurship is the 
types of industry women establish themselves in. According to Brooks et al. (2014) women 
tend to enter consumer focused retail and services industries. This is supported by GEM 
(2020a) data which shows that only 4% of women are setting up businesses in the medium/high 
tech sectors. The survey data for this study cannot inform this suggestion as the industry 
question was poorly answered, however, the interview with Enterprise Ireland highlighted how 
they historically had a poor rate of applications from women for their competitive start up fund. 
They support industries that are considered high potential; internationally trading or 
manufacturing. If women are not setting up businesses in industries supported by Enterprise 
Ireland and the Local Enterprise Offices, then the onus of growing their business is solely on 
them and is a much slower process. 
 
One interesting observation from the profile of companies that took part in the interviews is 
the fact that three of the women in the high potential industry co-owned their company with 
their male partners. Another company was also co-owned, however, comprised of an all-male 
founding team. Similarly, with the low potential businesses, three of the companies were co-
owned. In most situations, the women appeared to hold if not an equal role as CEO, the primary 
role as CEO and were certainly ‘the face’ of the company. While this research didn’t consider 
ownership composition, future research could examine if there is a relationship between job 





7.4 Research Question 3 - Does job quality differ between male and female run 
businesses? 
Given the dearth of literature investigating job quality from a business owner’s perspective and 
thus, differences in job quality between male and female run businesses, this research question 
was based on the findings of previous literature around gender differences in job quality and 
gender differences in motivations to become an entrepreneur. In addressing the core of the third 
research question, does job quality differ between male and female run businesses?, the survey 
component of the study assessed whether there were differences in each of the job quality 
dimensions between male and female owned businesses. Some differences were found in 
growth aspirations, contract quality, and working time. These differences among dimensions 
are going to be discussed in the format of the Eurofound framework, namely; earnings, 
prospects (job security, contract quality, career progression), intrinsic quality (skill use and 
discretion, social environment, physical environment, work intensity) and working time. It is 
important to note that while the study started out examining the influence the gender of an 
entrepreneur has on the quality of jobs they create, the findings in chapters five and six indicate 
that gender is not the primary issue when it comes to influence on job quality created. This 
study suggests that the business context has more of a bearing on decisions made around job 




Earnings is a primary feature of a majority of the commentary on measuring job quality 
(Meisenheimer, 1998; Vieira et al. 2005; Green, 2008; Findlay et al. 2013; Leschke and Watt, 
2013). With income being important for people to survive, a job with an income level that does 
not meet living standards could be viewed as a poor-quality job. It should be stated at the outset, 
there is no existing literature examining differences between pay in male and female owned 
businesses. The survey examined differences regarding pay between male and female business 
owners. While not significant, the results of the survey highlighted an interesting difference in 
method of payment between male and female run businesses. When looking at employee 
method of payment, it is interesting that more women pay employees an hourly rate (42%) 
rather than a salary (31%). The opposite is true for men. This is an interesting finding when 
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analysis on contract type showed that women are more likely to hire employees on if and when 
contracts, for which paying an hourly rate is more suitable. These contracts are precarious in 
nature. While actual levels of pay to employees of the participants were not examined, Green 
(2008) suggest that temporary workers are often in a lower paid position and are not 
compensated for the precarious nature of their work. The findings of this study indicate that 
when it comes to looking at pay and job security objectively, female owned businesses appear 
to offer poorer conditions. Given that Enterprise Ireland and Local Enterprise Offices only 
provide financial support to businesses that manufacture or export, and GEM (2020a) data 
shows the majority of female entrepreneurs tend not to establish such businesses, it is not 
surprising that female business owners are more likely to pay their employees an hourly rate. 
An hourly rate offers business owners flexibility to reduce labour costs as required (Ko and 
Yeh, 2013). 
 
While pay wasn’t a focus of the interviews, it did come up indirectly. Some entrepreneurs 
mentioned pay as an important factor of employee job quality, while one highlighted the 
challenges of a relatively new firm in paying an industry standard salary. While this is only one 
entrepreneur voicing this concern, the finding supports Litwin and Phan (2012) who suggest 
that due to resource constraints, entrepreneurs are restricted in terms of some of the job quality 
characteristics that they provide their employees. Despite the constraints, this female 
entrepreneur in the high potential category has looked into discounted healthcare as a benefit 
to make up for the pay.  Furthermore, while Meisenheimer (1998) highlights that an employee 
is always likely to favour higher earnings to lower earnings, this entrepreneur argues that her 
employees are more incentivised by the meaningful work that they do. This supports 
suggestions by Simmons and Swanberg (2009) who argue that employers of low-wage workers 
can find alternative ways to improve their employees’ psychosocial work environment to 
enhance their job quality. This indicates that while entrepreneurs, particularly those in the start-
up phase, are restricted to some degree when it comes to the level of pay they can offer their 
employees, there are other job characteristics they can offer, that can enhance their employees 






The second dimension of job quality discussed in the Eurofound (2012) framework is that of 
prospects. It refers to characteristics of a job that support an individual’s need for employment 
including job security, contract quality and career progression. In order to investigate whether 
prospects differed between male and female owned businesses, entrepreneurs were asked a 
series of questions around growth aspiration for their businesses and the types of contracts they 
use. Differences were found in aspects such as aspirations to create jobs in the next year and 
the use of if and when contracts. Seeking to explain the reasons behind these differences, the 
interview phase of the study examined these issues in more detail, indicating that gender is not 





As with all of the questions on the survey, the job security questions were designed to look at 
the concept from the business owner’s point of view. Participants were asked if they feared 
they could lose their business in the next six months and what their growth aspirations were. 
In terms of the fear of losing their business, there was no real difference between male and 
female respondents. 88% of men and 87% of women were not afraid of losing their businesses 
in the next six months. This indicates that the majority of business owners felt that they were 
in a stable position, posing minimal risk to the jobs they created. Differences in growth 
aspirations were also examined. The literature suggests that high growth businesses create 
sustainable jobs (Giner et al. 2017), therefore the growth aspirations of business owners have 
a potential impact on job quality. The results highlight that male entrepreneurs show stronger 
aspirations for creating more jobs in the next year than female entrepreneurs. This supports 
previous research which shows that women tend to create smaller businesses than men (Tan, 
2008) and are likely to hire less employees than men (Fairlie and Miranda, 2017). In contrast 
to fact that that women are less likely to set up high growth firms (GEM 2020a), on all other 
growth items, there were no significant differences in responses between men and women. 
Interestingly, all business owners, regardless of gender, are more concerned about increasing 
turnover than the number of employees. This supports the findings outlined previously in this 
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chapter that business owners, both male and female, are creating jobs in reaction to a business 
need. This upholds the suggestion in the literature that business owners make decisions about 
labour in reaction to pressures they are under to keep their business competitive (Campbell and 
Chambers, 2008; Green, 2008). 
 
The interview findings support those of the survey, highlighting that the gender of the 
entrepreneur is not a factor in job security. While it was not a concept that was investigated 
from the interviewer side, several participants did raise job security as an issue linked to job 
quality. For one female entrepreneur in the high potential category, it was a risk for her 
employees to leave jobs and work for her start-up as within such an environment job stability 
is not guaranteed. These findings support arguments by Coad et al. (2014) who suggest that 
high growth firms find it difficult to attract employees who are already working in other 
companies at the beginning of their venture. Beyond attracting employees due to the concerns 
of prospective employees about job security, this study does not support the arguments in the 
literature that high growth firms are more likely to create sustainable jobs than low growth 
firms (Henrekson and Johansson, 2010; Yazdanfar and Ohman, 2018). The entrepreneurs in 
the low potential category of businesses reference limited employee turnover. They highlight 
the fact that if the fit is right for the employees and the company, the employees can stay in 
their companies for as long as they want.  It is important to note that the sample size for the 
interviews in this study is small, however, it does question the suggestion that sustainable jobs 
are more likely to be attained in high growth firms.  
 
It should be noted that most of the low potential businesses in this study are established for a 
longer period than the high potential business. One new business in the low potential category 
agreed that the lack of job stability was an issue for her employees. However, while the high 
potential business owner was concerned about attracting employees because of the inability to 
ensure their jobs were secure, the low potential business owner simply could not afford to offer 
stability to her employees. While she hopes that she will be able to at some point in the future, 
she is in receipt of no financial support and has to grow her business organically. This 
discussion indicates that both high and low potential businesses may be concerned about their 
ability to offer job security to employees at the early stages of their business, however, their 
292 
 
challenges are different, with low potential businesses not being able to avail of financial 
support. This suggests that perhaps stage of the business is more of a predictor of job stability 
than gender of the business owner. However, it is important to note that there is little written 
in the literature about predictors of job stability in entrepreneurial firms. 
 
Contract Quality and Career Progression 
Within the contract quality dimension of prospects the literature argues that those who are on 
indefinite contracts are more likely to have their income and employment security satisfied 
than those on precarious, part-time, temporary or if and when contracts (Kalleberg et al. 2000; 
Green, 2008; Eurofound, 2012). The survey investigated whether women create contracts that 
are of poorer quality than their male counterparts. In doing so, entrepreneurs were asked to give 
a breakdown of the number of employees per contract type; full-time, part-time, if and when, 
and independent contractor. While differences did not show as statistically significant, the 
median values for full-time contracts showed than men hire twice as many employees on these 
contracts (Md = 3) in comparison to women (Md = 1.5). One factor that could help explain this 
finding is the industry in which they operate. While the industry responses were not well 
answered in the survey, an analysis of the median number of employees on full-time contracts 
across industries indicated that there are more full-time contracts in agriculture, transportation 
and construction. These are industries which are predominantly occupied by male 
entrepreneurs.  
 
Linked with contract quality is the career progression. Mitclacher (2008) argues that for those 
who do not have secure working arrangements, career progression is more difficult. The 
findings from the survey indicate that when it comes to secure working arrangements and 
progression that women are more likely to offer precarious contracts and are less likely to make 
those arrangements more secure after one year’s service. Career progression was examined by 
looking at the types of contracts both male and female entrepreneurs offered their employees 
and if that had changed after one year’s service. For full-time and part-time contracts, there 
were no differences in the use of these contracts at both time frames between male and female 
entrepreneurs. Interestingly, differences did emerge in the use of if and when contracts. Female 
entrepreneurs are more likely to use if and when contracts at the beginning (17%) in 
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comparison to their male counterparts (8%). They are also more likely to keep employees on 
if and when contracts following one years’ service (14%) in comparison to male entrepreneurs 
(5%). As only twelve entrepreneurs were interviewed for the second phase of this study, only 
one entrepreneur, the beautician, used if and when contracts. This is not representative of 
female entrepreneurs; however, it does shed light as to why these contracts might be used. The 
business owner expressed that because she is at an early stage in her business venture, she is 
not in a position to commit to a more secure arrangement with her employees. She does 
anticipate being able to do so at some point in the future, however, is not entitled to financial 
support from the Government and has to grow her business on her own.  
 
While the literature does suggest that high growth firms are likely to use a more formal 
approach to hiring and managing their employees (Gundry and Welsch, 2001), there is a dearth 
of literature examining the differences in use of contracts between low and high growth 
businesses. While small, this study did begin to examine the differences in approaches between 
high and low potential firms and their use of employee contracts.  In agreement with Gundry 
and Welsch (2001), the findings in this study suggest that high potential firms take a more 
formal approach to employee contracts than low potential businesses. Low potential business 
owners indicated that they don’t use official contracts and that arrangements are agreed 
verbally. In contrast high potential business had formally contracted arrangements with 
probationary periods. Moreover, in addition to the formality of work arrangements, this study 
presents some interesting findings around the type of contracts offered in high and low potential 
businesses. While Ko and Yeh (2013) suggest that businesses are pushed towards a core-
periphery model of staffing to remain competitive, this study indicates that this is more likely 
to apply to low potential businesses than high potential businesses. High potential business 
owners indicated a preference for full-time employees. Where there are employees working 
remotely in other countries, independent contracts are used if it suited the employee better, 
however, there is a clear preference for full-time permanent employees in these businesses. In 
contrast, low potential businesses tend to have a mix of full and part-time employees. These 
businesses are consumer facing and have periods of increased demands. This does support 






 7.4.3 Intrinsic Job Quality 
The third dimension of job quality featured in the Eurofound (2012) framework is that of 
intrinsic job quality. This dimension incorporates the ability for employees to utilise their skills, 
while also considering their social and physical environment at work, as well as the intensity 
of their work. These job characteristics were investigated through a series of questions in the 
survey. There were no statistical differences found between male and female owned businesses 
in the survey. While the gender of the business owner did not appear an issue in determining 
intrinsic job quality, there were some differences between high potential and low potential 
businesses when it comes to the importance placed on use of skills and the social environment. 
A discussion of each subdimension of intrinsic job quality follows. 
 
Skill Use and Discretion 
Section 7.2.2 illustrated previously that female entrepreneurs place more emphasis on their 
ability to use and develop their skills in a job than their male counterparts. This section looks 
specifically at their provision of this characteristic to their employees. While there is a dearth 
literature on the differences in employee skill development opportunities between male and 
female owned businesses, Kauhanen and Natti (2014) emphasise the importance of 
organisation funded training when it comes to job quality. This study found that an 
overwhelming majority of both men and women pay for their employee training, with no 
significant difference to report. The provision of training was mentioned by a number of 
entrepreneurs in their interviews; three in the high potential and one in the low potential 
category. Again, there is no existing literature on skill development opportunities in high 
growth and low growth businesses, however, this study indicates that there are some 
differences. The majority of entrepreneurs in the low potential businesses did not mention 
affording their employees the opportunity for skill development, even though most have been 
established longer than the high growth firms. In contrast, three high growth firms mentioned 
affording their employees the opportunity to develop their skills. This indicates support for the 
arguments in the literature that the higher the skill requirement of a job, the higher the quality 




While low potential businesses did not discuss providing their employees with the opportunity 
to develop their skill, they did reference autonomy and responsibility as important aspects of 
what they provide their employees in their jobs. This goes against suggestions by Eurofound 
(2012) that jobs that require higher level of skills also provide a higher level of autonomy. 
Therefore, while skill development may not be a priority for business owners in low potential 
businesses to offer their employees, it does not mean that overall the job is of poor quality. 
Furthermore, consumer facing roles are often considered less technical and may require little 
formal skill development. Even though the sample in this study is small, this suggests that while 
the needs of specific types of businesses may limit their ability to provide skill development 
opportunities, these may be characteristics of a job that are not important to the employees in 
them. They may value autonomy and increased responsibility more. 
 
 
Physical and Social environment 
Both the physical and social environment appeared in the literature as important aspects of job 
quality. They were both investigated in the survey. Dealing with the physical environment first, 
this is a feature of the Eurofound (2012) framework that draws attention to health and safety 
regulation. Meisenheimer (1998) argues that the more desirable jobs are those with lower risk, 
while Mitlacher (2008) includes a healthy and safe work environment as one of their three most 
important characteristics for evaluating job quality. The results of this study indicate that both 
male and female entrepreneurs feel that the physical work environment for their employees is 
safe, and hence this dimension does not differ between male and female owned businesses. The 
physical environment was not an issue that arose in the interviews. 
 
When it comes to the social environment, Díaz-Chao et al. (2017) argue that paying attention 
to the work environment and its social dimension in organisations is very important in 
influencing employee commitment and satisfaction. This is supported in the opinions of the 
business owners, a majority of whom set out to create a positive social work environment for 
their employees. Participants in both the high and low potential categories refer to work being 
challenging but trying to keep a positive, fun environment is something they set out to do for 
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their employees. For entrepreneurs in the low potential category, the social environment and 
employee happiness was something that featured when they were asked how they would 
consider job quality. They placed great emphasis on this characteristic. The interviews 
highlighted no obvious gender differences in viewing the social environment as an important 
aspect of job quality. The findings from the survey also support this conclusion. Not only does 
this point to gender not being a primary factor in influencing the social environment, it indicates 
that the social environment is important, regardless of business category. 
 
Work Intensity 
The final aspect of intrinsic job quality examined in this study was work intensity. The 
literature suggests that employees who are in highly intense work environments can suffer 
effects on their health and wellbeing, in addition to causing work-family conflict (Gallie et al. 
2014). The survey set out to investigate the pace and demand that was expected of employees 
and if responses differed between male and female entrepreneurs. There were no significant 
differences in responses within either the pace or demand aspects. This is important as there is 
an existing gap in the literature examining whether or not differences in work intensity exist 
between male and female owned businesses. Within pace, participants were asked if the pace 
of their work was dependent on a number of factors including work done by colleagues, 
demands from customers, performance targets, speed of a machine and the control of the 
employer themselves. Both male and female entrepreneurs agreed that pace was primarily 
dictated by demands from customers and from the entrepreneur themselves. When looking at 
the demand aspect of work intensity, the survey looked at if employees were required to 
respond to work issues during their time off, are required to meet tight deadlines or to work at 
very high speeds. Both male and female respondents don’t expect their employees to respond 
to work issues during their time off. Both genders also were neutral on requiring employees to 
work to tight deadlines or at high speeds. All of these findings indicate that there are no 
differences between male and female owned businesses and the work intensity aspect of job 
quality. 
 
While work intensity was not a significant finding to report on in the survey results, this aspect 
of job quality came up indirectly in a number of different interviews. Eurofound (2012) argues 
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that the higher level of skill required in a job, the more likely that occupant will have a higher 
degree of control over their work. This has not been the experience of business owners who 
have taken part in this study. Both low and high potential business owners have indicated that 
their employees are exposed to intense working conditions. A number of the established low 
potential business owners mentioned the intensity of their customer facing roles. One business 
owner is concerned that his employees are at a danger of being burnt out because the 
environment can be very intense emotionally and physically. Similarly, high potential 
entrepreneurs mentioned the intensity that their employees are exposed to. One mentioned that 
while she believed job quality is not necessarily worse in SMEs, in a start-up there is nowhere 
for employees to hide, that its ‘all hands-on deck’. The findings of the interview support the 
findings of the survey in that work intensity is unlikely to be attributed to the gender of the 
entrepreneur. In fact, the interviews demonstrate that it is not even down to business category. 
While not necessarily reflected in one specific theme in the transcripts, while talking to all of 
the business owners, it was clear that they expected a lot from the employees. Many referred 
to their employees being very busy, relying on them to maintain high levels of customer service 
and working in fast paced environments. The Eurofound (2012) framework investigates how 
much control employees have over the pace of their work, and certainly in the customer facing 
businesses that took part in this study, the employees had very little control. Overall, the 
interviews indicate that irrespective of the gender business owner and the category of business, 




7.4.4 Working Time 
The fourth and final dimension of the Eurofound (2012) job quality framework is working 
time. This dimension looks at the working time features in a job to ascertain whether the 
working time meets an individual’s needs allowing them to balance their responsibilities at 
work and in the home. The survey found some statistical differences in the hours male and 
female business owners give to non-full-time employees. With the discussion in section 7.2.5 
showing that men hire twice as many people on full-time contracts than women, interestingly 
women appear more likely to hire part-time employees for more hours a week than men. 
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Almost a third (30%) of men were likely to give non-full-time employees 0-10 hours a week 
in comparison to 11.7% of women. Over half (53.3%) of women give those employees 10-20 
hours per week as opposed to just over a quarter (25.3%) of men. In discussing the precarious 
nature of casual part-time work arrangements, Campbell and Chalmers (2008) highlight that 
such arrangements can mean uncertainty in the number of hours, days and which days are 
worked each week. In this study, when examining unsociable hours, there were no statistical 
differences between male and female business owners. There was, however, a difference in the 
likelihood of working times varying weekly. Working times for employees of female business 
owners are more likely to vary weekly. Women are also more likely to discuss working times 
with employees before a roster is formulated and give at least thirty-six hours’ notice to changes 
to rosters. While the industry aspect of the survey was not sufficiently answered to provide 
statistical analysis to working time responses, Brooks et al. (2014) note that women tend to 
enter consumer focused retail and services industries. These are also industries typical of 
precarious work arrangements (O’Sullivan et al. 2015), which could explain why the survey 
found women are more likely to have part-time employees with hours that vary weekly.  
 
Interestingly, while there was no specific gender difference noticed in the discussion of 
working time with interview participants, it emerged that business owners in the low potential 
category are more likely to have part-time employees than those in the high potential category. 
While Curtarelli et al. (2014) point out that this type of flexibility primarily benefits the 
employer, while this study has a small sample, it does indicate that  in some low potential 
businesses this is not necessarily the case. Business owners in the low potential category have 
identified their preference for full-time employees, however, they have employees approaching 
them to seek reduced working hours. The findings illustrate that the working time dimension 
is subjective in nature, with employees requiring different work arrangements to suit their 
personal needs. This would support the argument that work-life balance is one of the key 
indicators of job quality today (Drobnic and Gillén Rodriguez, 2011). Furthermore, while 
business owners in the low potential category were happy to facilitate reduced working hours 
for their employees, it appears that this will not always be possible in the high potential 
category. A number of business owners in the latter category indicated that it would not suit 
their business needs if employees wanted to go part-time, stating that ‘it just wouldn’t work’. 
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Research indicates that female employees are more likely to be in lower paying, part-time jobs 
(O’Connor, 2009). While this study indicates that women are often choosing the reduced hours, 
it is worth questioning if the inflexibility in businesses in the high potential category is driving 
women to establish careers in the low potential category. If this was true it would support the 
trade-off argument by Piasna and Plagnol (2017) who suggest that women sacrifice certain job 
characteristics to facilitate non-work responsibilities. As discussed in section 7.2.3, women 
occupied a majority of the employee roles in the low potential business that have taken part in 
this study. 
 
7.4.5 Summary of Research Question 3 - Does job quality differ between male and 
female run businesses? 
The discussion so far in sections 7.4.1 to 7.4.5 has highlighted differences in job quality 
between male and female owned businesses. It has also presented a potential explanation for 
these differences in taking the business context into account. The next section will discuss the 
category of business and Irish policy as possible factors that account for differences in job 
quality between male and female owned businesses.  
 
 
7.5 Research Question 4 - What factors account for differences in job quality in 
male and female owned businesses? 
 
The following sections will discuss the impact that the category of a business has on job quality, 
as well as Irish enterprise policy. 
 
7.5.1 Category of Business  
It is clear from the discussion in section 7.4, that while the survey illustrated some differences 
in job quality between male and female owned businesses, findings from the interviews 
highlight some key differences in approaches to job quality between high potential and low 
potential businesses. As previously mentioned, the decision to focus the interviews on these 
two categories of business was because the literature indicates that job quality is likely to be 
better in high growth businesses, however, women are more likely to establish businesses in 
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low growth firms (e.g. Henrekson and Johansson, 2010; Brooks et al. 2014; Yazdanfar and 
Ohman, 2018). This is supported by data from the Global Entrepreneurship Monitor for Ireland 
which shows that 60% of female new business owners set up in consumer services while only 
4% set up in medium/high tech industries (GEM, 2020a). With women more likely to set up 
their businesses in sectors that are considered low growth, and job quality likely to be worse in 
low growth sectors, then category of business was explored as a potential explanatory factor 
for differences in job quality between male and female owned businesses in the interview stage 
of this study, as has been discussed throughout the chapter. The findings illustrate that there 
were a number of clear differences in an entrepreneur’s approach to becoming employers in 
each category of business that had an impact on job quality in each business.  
 
While there is not much literature on the differences in job quality between high and low growth 
firms, there are suggestions in the literature that high growth firms are more likely to create 
sustainable jobs than low growth firms (Henrekson and Johansson, 2010; Yazdanfar and 
Ohman, 2018). Before reviewing the differences in approaches to job quality between low 
potential and high potential businesses it is important to note that there were some 
commonalities. Business owners across both categories highlighted the importance of the 
personal preference of the employee when it comes to job quality. It was also common that 
becoming an employer was a consequence of setting up or growing their business. The business 
needs were the priority, and job quality was not a concept that was considered for the most 
part. Finally, within the dimensions of job quality itself, whether roles were considered high 
tech or consumer facing, a majority of business owners indicated that the work environment 
for their employees was fast-paced and potentially intense.  
 
Despite commonalities, it was clear from the interviews that each type of business has different 
needs and these needs lead to various approaches with distinct differences across high and low 
potential businesses. While this study is small, the findings from the interviews disagree with 
the suggestions in the literature that high growth firms create more sustainable jobs (Henrekson 
and Johansson, 2010; Yazdanfar and Ohman, 2018). The interviews indicated that job security 
is actually more likely to occur in low potential firms. All of the low potential firms highlighted 
that once an employee fits in they are there for life. On the other hand, there were two clear 
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cases in the high potential interviews that indicated job security is not something that can be 
taken for granted. One female business owner in the medical garment company changed her 
entire team four years into her business. In addition, the owner of the medical coding company 
highlighted his struggle on relying one major client overseas, when he was faced with making 
a majority of his employees redundant when the client pulled their business overnight.   
 
While the stories behind two of the high potential entrepreneurs indicated that jobs in that 
category of business are not necessarily more sustainable than low potential businesses, they 
are more likely to have employees working on full-time contracts. As discussed in section 
7.4.2, there is very little literature on contract use in low and high growth businesses. However, 
this study indicates that low potential firms need to operate the flexible core-periphery staffing 
model suggested by Ko and Yeh (2013), as they tend to have a mix of part-time and full-time 
employees. For some it is because of business needs, however, for others it is at the request of 
the employees themselves. It is important to note that the interviews indicate that requests to 
reduce working hours by employees are more likely to be facilitated in the low potential firms. 
In addition, in support of Gundry and Welsch (2001), high potential firms are more likely to 
use formal contracts and full-time agreements. There are exceptions to that, particularly for 
those who work remotely overseas, where independent contracts are used. 
 
Furthermore, when it comes to aspects of job quality such as skill development and social 
environment, it is again clear that the needs of each category of business are different and that 
influences these aspects of the roles created. Like with other elements of job quality, this is not 
something that has been addressed in the literature. This study, even though the sample is small, 
has started to explore this. It found that the high potential businesses, skill development was 
something that companies were interested in. In contrast, skill development was not something 
that was emphasised in the interviews with low potential business owners.  The findings of this 
study do however disagree with Eurofound (2012) who argue that jobs that require a higher 
level of skills also provide greater autonomy. In fact the low potential busines owners indicated 






7.6 Irish Enterprise Policy  
In attempting to identify potential explanatory factors for the differences in job quality between 
male and female owned businesses, as well as between high potential and low potential 
businesses, a review of Irish enterprise policy took place. In addition to a review of publicly 
available policy documents, interviews were conducted with policy level stakeholders. As 
illustrated in chapter six, these interviews included a representative from the Department of 
Business, Enterprise and Innovation, the CEO of the Irish SME Association (ISME), as well 
as an employee in two of the primary enterprise support organisations, Enterprise Ireland and 
the Local Enterprise Office. The review along with the interviews indicated some interesting 
findings when it comes to the emphasis placed on job quality in enterprise policy. It also raises 
some interesting questions around the approach of the government in investing in specific types 
of businesses. These will now be discussed. 
 
Job quality is mentioned several times throughout a number of different strategy documents, 
namely, Enterprise 2025 Renewed, Future Jobs Ireland and the Action Plan for Jobs 2018. It is 
identified as a multi-dimensional concept in Enterprise 2025 Renewed and includes “ensuring 
opportunities for advancement through workplace learning and development; ensuring that 
people are educated and trained to meet the needs of enterprise availing of the range tertiary, 
apprenticeship and training options; recognising the opportunities presented by 
entrepreneurship as an alternative career path; and ensuring a system that facilitates flexibility 
without exploitation” (Department of Business, Enterprise and Innovation, 2018a). Despite this 
definition, the interviewees from both the Department and Enterprise Ireland were not aware 
of an existing definition of a good quality job. The focus from an Enterprise Ireland perspective 
was creating technical jobs for people who had a third level qualification. The focus on the 
definition above is certainly on skills and having people highly educated and trained. This does 
not match with the definition of this study, which has been derived from an analysis of existing 
academic definitions;  “a concept that describes the extent to which the characteristics of a job 
provide employment stability, opportunity for growth and optimum use of skills and discretion; 
all within a safe and transparent physical and social environment and with the aim of 
enhancing one’s job satisfaction”. The focus in academic definitions and frameworks of job 
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quality is on the characteristics of a job. This is also the focus of the Eurofound framework, 
and the Laeken Indicators cited by the European Commission. In contrast, the Irish policy level 
is focusing more on the characteristics of the labour market, which appears to be the overall 
enterprise strategy as will be discussed shortly. Policy also discusses sustainable employment, 
which is only one component of job quality. In essence, despite job quality being mentioned 
numerous times in various policy documents, such policies do not provide any direction to 
entrepreneurs in enhancing their employees’ experiences at work through decisions they make 
about job characteristics. 
 
Not only does the Government’s definition of job quality translate to having no influence on 
decisions made by business owners about individual jobs, it also is unlikely to influence a 
business owner when they are the designing roles for employees. The OECD (2019) have 
argued that managerial skills are something that entrepreneurs in Ireland need help with. 
Enterprise Ireland and ISME have also identified management capabilities as an issue, with 
ISME pointing to businesses having significant failings in HR legislation such as the 
Organisation of Working Time Act, Payment of Wages Act amongst others. With a focus on 
the labour market in the definition of job quality, enterprise policy in Ireland is effectively only 
paying lip service to the concept. There does not appear to be any initiatives to raise awareness 
of the impact of job characteristics on employee’s life satisfaction that could go a long way to 
boosting job quality. These initiatives do not even appear to be transparent with what is meant 
by a sustainable job, as interviewees who received funding were unclear as to what constitutes 
sustainable. Moreover, ISME have highlighted concerns that the Future Jobs Ireland 
programme portrays an unrealistic message in its focus on job quality. They feel that it sends 
an unrealistic message of replacing low paid jobs with those that are highly paid and highly 
skilled. Interestingly, the interviewee from the Department of Business, Enterprise and 
Innovation indicated that when it came to Future Jobs Ireland, while job quality was a priority, 
the focus at the time was exploring new ways of working. This stance appears to tie more firmly 
in with the definition outlined in Enterprise 2025 Renewed. 
 
The aforementioned definition of job quality, put forward by enterprise policy, does appear to 
lean more significantly with the Government’s overall approach to entrepreneurship; focusing 
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on highly skilled individuals in high tech roles. On one hand the Government has strong targets 
set in terms of the number of jobs created, on the other, they are claiming that importance of 
job quality cannot be lost. In doing this, Enterprise 2025 Renewed has set out a clear policy to 
invest in high potential businesses; i.e. those who are internationally trading or are 
manufacturing (Department of Business, Enterprise and Innovation, 2018a). This study 
proposes two important implications to such a strategy. The first is the implication for 
entrepreneurs who establish businesses that are not considered high growth. The second is to 
female entrepreneurship. In terms of the first, 92% of active enterprises in Ireland are micro 
enterprises, with less than 10 employees (OECD, 2019). While entrepreneurs have high job 
creation aspirations in Ireland, GEM (2020a) highlights that half of new businesses do not trade 
internationally with only 10% established in the medium/high tech sectors. This is a concern 
as it disqualifies a large share of businesses from attaining support from Enterprise Ireland or 
Local Enterprise Offices. When asked if they support businesses who do not internationally 
trade or manufacture, the Enterprise Ireland representative explained that that cohort of 
companies are seen as non-productive. While they have provided an online trading voucher for 
them, they do not get supports to create jobs and grow their businesses. Local Enterprise 
Offices will provide non-financial support to any company with less than ten employees if they 
show a need, however, financial support is reserved for high potential businesses. These 
findings indicate that if a business has more than ten employees and is not considered high 
potential, they will get no support whatsoever. Furthermore, if an entrepreneur has growth 
ambitions but does not fit in the high potential category, they have to facilitate the growth 
themselves. This is likely to impact the ability of the business owners to create, objectively 
measured, good quality jobs, specifically job security as discussed previously in this chapter.  
 
Not only does the policy not facilitate a large proportion of Irish businesses, it also appears to 
disadvantage women. Only 4% of female new business owners were in the medium/high tech 
sector in 2019 in comparison to 12% of men (GEM, 2020a). With enterprise policy focusing 
on skills and international trading, women who have attained qualifications in their profession 
and wish to open and grow a business, including creating employment, do not qualify for 
support. 60% of women in Ireland are establishing in consumer services sectors, however, these 
are not necessarily unskilled roles. For example, the beautician who participated in this study 
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had a new business. Before setting up her business she was told that she would only qualify for 
grants to set up her own business if she left the job she was in at the time. She also aspires to 
create more stable for her employees than their current if and when contracts, however, this 
will be a much slower process as she has to do it with no financial support from the Local 
Enterprise Office. It must be pointed out that this is not just an issue for women in this study. 
The interviews included two pharmacists, one male and one female. They themselves are 
highly qualified and create jobs for others who are skilled professionals. Yet they do not qualify 
for the financial support offered by Enterprise Ireland or the Local Enterprise Offices. 
Pharmacies are businesses that were considered ‘essential’ workers when Covid-19 hit, yet are 
not considered high potential and key to economic growth. While the Local Enterprise Offices 
do provide soft supports to businesses who are not considered high potential, none of the 
interviewees in the low potential category availed of such supports or knew about them. This 
indicates that LEOs are not making themselves known to all types of businesses. These findings 





This chapter has discussed the four primary research questions of this study in light of both the 
existing literature and the results of the survey and interview data collected. The research 
questions include; Do male and female entrepreneurs place different values on the various job 
quality dimensions?; Are entrepreneurial motivations gendered in nature?; Does job quality 
differ between male and female run businesses?; and What factors account for differences in 
job quality in male and female owned businesses?. The findings add to the discussion of the 
literature in a number of ways. Firstly, they suggest that the role of family in a woman’s 
decision to become and entrepreneur is overstated in the existing literature, with men and 
women in this study both having similar pull factor motivations. Furthermore, the need to 
differentiate between employees and entrepreneurs when making suggestions about the impact 
of gender on job quality preferences is an important find. This in addition to the consensus 
among business owners that job quality is subjective in nature, is important for future research 
and policy frameworks.  When examining differences in job quality between male and female 
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owned businesses, some differences were found in contract types and working time. However, 
the discussion shows that gender is not the only factor that has the potential to lead to these 
differences. Differences emerged in approaches between businesses in low potential and high 
potential categories. Moreover, the differences in these categories are likely influenced by 
enterprise policy, where the primary motive is to invest in and support high potential 
businesses. Despite references to job quality in a number of different policy documents, 
enterprise policy is focused on labour market characteristics rather than supporting 

























CHAPTER EIGHT: CONCLUSION 
 
8.1 Introduction 
Job quality enhancement has been a priority on European policy-making agendas over the past 
decade (Eurofound, 2017). So too has entrepreneurship as a job creation strategy (International 
Economic Development Council, 2010). Despite increasing the quantity of jobs, Shane (2009) 
and Summers (2015) caution that a strategy focused on improving the number of jobs in the 
labour market, does not necessarily create high quality jobs. Concurrently, the European 
Commission (2018) have announced that they are working with EU countries to promote and 
support female entrepreneurs specifically, while at the same time there has been a decline in 
job quality, particularly in feminised sectors (Stier and Yash, 2014). Despite the 
interrelationship between entrepreneurship, female entrepreneurship and job quality, there is a 
dearth of literature examining the ways in which each of these areas intersect. This study set 
out to address this knowledge gap and examine whether the gender of an entrepreneur is likely 
to impact the quality of jobs they create. The intention of this final chapter is to draw the thesis 
to a close and it begins by revisiting the rationale for the study and research objectives. The 
primary theoretical and policy level contributions will then be outlined. Finally, the limitations 
to the study will be identified and a future research agenda put forward to build upon the 
contribution made by this study. 
 
 
8.2 Research Aim and Objectives Revisited 
As previously identified, there has been a drive for entrepreneurship in a bid to create jobs at 
both European and Irish policy levels, accompanied by a specific attempt at attracting female 
entrepreneurs. This strategy is co-existing with efforts to promote the creation of good quality 
jobs. Given the lack of existing literature shedding light on how job quality, entrepreneurship 
and female entrepreneurship intersect, this research aims to provide insight into how these areas 
have the potential to complement one another. Therefore, the overarching aim of this research 
is to examine the extent to which the gender of an entrepreneur influences the quality of the 
jobs they create. This has been examined through the investigation of a number of research 




A review of the literature has suggested that perceptions of job quality can differ between men 
and women due to different life circumstances. There are references to trade-offs in job quality 
made by women. For example Piasna and Plagnol (2017) suggest women will trade 
characteristics such as career advancement and job security for work arrangements that will 
suit their non-work lives. The commentary on such differences focuses on employees. This 
study, with a focus on entrepreneurs as employers, seeks to investigate perceptions of job 
quality from the entrepreneur’s perspective. The values an entrepreneur holds themselves could 
have the potential to influence the values they input to the jobs they create and hence the first 
objective of this study is to identify if male and female entrepreneurs place different values on 
the various job quality dimensions. 
 
Similar to arguments in the literature that women trade job quality characteristics to suit their 
non-work lives, there are arguments in the entrepreneurship field that women are more likely 
to be pushed into entrepreneurship for the same reason (Pardo-del-Val, 2010). With pull factors 
more positively linked to job creation and economic growth (Bygrave et al. 2003), it is 
important to examine the gendered nature of entrepreneurial motivations in order to ascertain 
if it has an impact on the quality of jobs created by male and female entrepreneurs. Therefore, 
the second objective in this study is to establish whether or not motivations to become an 
entrepreneur are gendered in nature. 
 
The literature indicates that push factors are more prevalent among female entrepreneurs and 
that such factors are not considered to be positively linked to job creation and economic growth. 
Furthermore, Terjesen and Szerb, (2008) suggest that women establish less successful 
enterprises than men. This in addition to the fact that women establish businesses in what are 
considered low potential sectors (GEM 2020a), warrants an investigation into the influence of 
an entrepreneur’s gender on the quality of the jobs they create. This leads to a third research 
objective, to determine if there are similarities or differences in job quality between male and 




Finally, with differences expected to be found in job quality between male and female owned 
businesses, this study aims to examine the factors that account for similarities and differences 
in job quality between male and female owned businesses. The literature suggests that female 
entrepreneurs face greater obstacles in establishing and growing their businesses (e.g. Brooks 
et al. 2014, Perez-Quintana et al. 2017). A review of enterprise policy supports this, 
highlighting the importance placed on funding high potential businesses, yet only a small share 
of female entrepreneurs establish their businesses in transformative (16%) and medium/high 
tech sectors (4%). Furthermore, arguments in the literature suggest that job quality is likely to 
be better in high growth businesses, however, women are more likely to establish businesses 
in low growth firms (Brooks et al. 2014; Moreno and Coad, 2015; Giner et al. 2017; CSO, 




8.3 Contribution of the Study  
In attempting to address the literature gap and dearth of knowledge on the influence of the 
gender of an entrepreneur on the quality of the jobs they create, a number of interesting findings 
have been identified. This study makes a noteworthy contribution to the limited existing 
knowledge on the overlap between entrepreneurship, female entrepreneurship and job quality 
literature and policy. These contributions will be discussed in relation to theoretical and policy 
contributions. 
 
8.3.1 Theoretical Contributions 
This study has made a number of contributions to theory. The theoretical contributions of this 
study to the job quality, entrepreneurship and female entrepreneurship literatures will be 
discussed accordingly. The primary contribution will then be discussed, illustrating how these 








8.3.1.1 Job Quality 
The Role of Job Creators in Job Quality  
A key contribution of this study is the fact that, to the knowledge of the researcher, for the first 
time the role of the job creator is taken into account when discussing job quality. The vast 
majority of the literature on job quality investigates or comments on the concept from the 
employee perspective.  This study represents a departure from previous empirical work in that 
it involves employers in the conversation around job quality in the jobs they create. More 
specifically, it involves entrepreneurs as employers. This is an important contribution as 
business owners (or job creators), particularly in SMEs, have a significant influence over the 
characteristics of the jobs they create (Findlay et al. 2013). The assumptions of the business 
owner about job quality are likely to manifest in the quality of the jobs they create. The findings 
of this study indicate that jobs are created in SMEs as a result of a business need, supporting 
Campbell and Chambers, 2008). Regardless of category of business, entrepreneurs do not 
appear to overtly consider job quality in advance of creating jobs. Some entrepreneurs consider 
specific characteristics eventually, however, there appears to be no conscious decision in 
relation to job quality as a whole. 
 
Objectivity and Subjectivity in Defining Job Quality  
The literature is divided in the debate between the use of subjective and objective measures of 
job quality. This study supports those who argue that both need to be taken into account (e.g. 
Grün et al. 2010, Kauhanen and Nätti, 2015). It contributes to these arguments with an 
alternative perspective, that of the entrepreneur who is an employer. In order to examine job 
quality from the job creator’s perspective, it was important to establish a definition and 
framework to base this study on. Not only was it clear that there is no consensus on a job quality 
definition or framework, those in existence were designed with the employee in mind (e.g. De 
Bustillo et al. 2011; Kalleberg et al. 2015). While the employee does need to be considered in 
the design of job quality frameworks, so too does the job creator. In achieving its contribution, 
it was appropriate for this study to choose a job quality framework consisting of objective 
measures in order to ascertain impartial information on the differences in job quality between 
male and female owned businesses (e.g. Holman, 2013), hence using the Eurofound (2012) Job 
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Quality Framework. This framework consists of four key categories of characteristics: 
earnings, working time quality and intrinsic job quality. This study adapted the Eurofound 
questionnaire, investigating the characteristics from the point of view of the entrepreneur and 
what they provide their employees. While a framework of objective measures was adopted with 
a view to ascertaining the entrepreneur’s perspective, the employers themselves acknowledge 
the importance of the subjective levels of satisfaction within each dimension. Therefore, the 
findings of this study contribute to the debate, proposing that while objective measures are 
important for drawing comparisons, it is important that researchers take a more nuanced 
approach, being aware of the subjective nature of job quality itself. Within these measures, 
there is a continuum and employees will reach satisfaction at different points.   
 
New Definition of Job Quality  
In addition to acknowledging the importance of recognising the subjectivity of the employee 
within objective measures, this study importantly puts forward an updated definition of job 
quality which takes the perspectives of the job creator into account. In chapter two, after an in-
depth review of the existing job quality literature, a new definition of job quality was proposed, 
taking into consideration objective measures of job quality in line with the Eurofound (2012) 
framework, as well as the subjective experience of one’s job satisfaction. The findings of this 
study show that the new definition put forward in this study is robust. It takes into consideration 
job characteristics that a job creator makes decisions about, as well as highlighting the 
importance of employee experiences of job satisfaction. The new definition put forward by this 
study defines job quality as: 
 
“a concept that describes the extent to which the characteristics of a job provide 
employment stability, opportunity for growth and optimum use of skills and discretion; 
all within a safe and transparent physical and social environment and with the aim of 
enhancing one’s job satisfaction”.  
 
While the initial characteristics included in the definition emerged from an objective 
framework (Eurofound 2012), this new definition also takes into consideration the subjective 
nature of job quality. The importance of this was illustrated by entrepreneurs themselves during 
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the interviews for this study. This definition contributes to the literature in two distinct ways. 
Firstly, unlike pre-existing definitions, it was formed with the purpose of being relevant from 
both a job creator and employee perspective. It signals to entrepreneurs who are employers, the 
characteristics of a job that require important consideration in order to enhance an employee’s 
job satisfaction at work. Moreover, it allows for the subjective experience of employees within 
each job characteristic category. Secondly, having identified the importance of subjectivity in 
the concept of job quality, this study recommends an adaptation of the Eurofound (2012) Job 
Quality Framework to be used alongside the definition. While this framework was intended to 
measure job quality objectively, it does provide a comprehensive list of descriptors for 
employers to consider when designing roles. This study recommends that this list is considered 
by employers, with the flexibility to take the context of the business and needs of the employees 
into account. Allowing for subjectivity in the Eurofound (2012) Job Quality Framework, will 
provide a comprehensive foundation for any future research which aims to consider both the 
employer and employee perspectives. Aligning a comprehensive definition and framework of 
job quality contributes to the literature in that it provides a mechanism for comparative 
research, meaning studies on job quality are comparing like with like. As it currently stands, 
this is not the case. 
 
Job Quality Preferences among Business Owners: A Gender Perspective 
A further contribution of this study to the job quality literature is that it illustrates the 
importance of distinguishing between employees and employers when looking at gender 
differences in job quality preferences and the claims about the trade-off women make with 
regard to job characteristics. As previously mentioned, this study moves away from pre-
existing empirical research on job quality in that it focuses on job quality from the job creator’s 
perspective. Similarly, in relation to research examining gender differences in job quality 
preferences, this study makes an important contribution to the literature in that it acknowledges 
that the preferences of entrepreneurs and employees when it comes to job quality are different. 
Research on gender differences in job quality among employees suggests that women trade 
aspects of jobs such as career progression for family friendly situations (Stier and Yaish, 2014; 
Piasna and Plagnol, 2017). Such research, however, tends to focus specifically on individuals 
who are working for someone else, not allowing for potential differences in employment 
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situations. Nevertheless, in this study, when asking entrepreneurs what characteristics they 
valued in their own jobs no significant differences were found between male and female 
business owners among the following job quality dimensions; earnings, earnings potential, 
income security, contract status, control, pace, flexibility, working weekends and working 
hours. Women did value the ability to use skills more than men, however, there was no trade-
off identified as suggested in the literature.  
 
Influencers of Job Quality 
This study set out to examine the impact of an entrepreneur’s gender on the quality of jobs they 
create. Not only is it the first study to examine the job creator’s influence on job quality, it also 
is the first to provide empirical evidence highlighting differences in job quality between male 
and female owned businesses. In looking at potential explanatory factors for such differences, 
this study further contributes to the literature in highlighting some key differences in job quality 
between high and low potential businesses. However, contrary to the arguments that job quality 
is better in high growth businesses and larger firms (e.g. Giner et al. 2017; Yazdanfar and 
Ohman, 2018), this study has found that this is not always the case. These arguments are formed 
while lacking a comprehensive definition and framework of job quality. For example, while 
the vast majority of high-potential businesses are more likely to have employees on full-time 
contracts, the low potential businesses are more flexible in facilitating their employee’s 
requests to adjust their working hours. Having part-time or flexible contracts is considered a 
poor quality or precarious job in the literature, while this study clearly shows that there is a 
demand by some employees for part-time or flexible work. This contribution is important 
because both in the literature and policy there are assumptions being made about job quality in 
high and low potential firms. However, this study shows that job quality is more complex than 










Entrepreneurship and Job Creation 
In addition to important contributions to the job quality literature, this study also highlights the 
need to critically assess claims about the employment created by high growth firms. Chapters 
two and three pointed to fact that entrepreneurship is being used as a means of job creation in 
Europe and Ireland. In particular, there is a drive in Irish policy to promote the establishment 
of high potential firms. While the literature argues that these firms are better for sustainable 
job creation and economic development (e.g. Giner et al. 2017; Yazdanfar and Ohman, 2018), 
this study raises an important critique of such assumptions. While not generalisable, the 
findings from interviews suggest that while high potential firms in this study did create a higher 
number of jobs than the low potential firms, it cannot be argued that these jobs were more 
sustainable and all contributing to the Irish economy. This is contrary to existing literature 
which argues that jobs are more sustainable in high growth firms (e.g. Giner et al. 2017; 
Yazdanfar and Ohman, 2018). Firstly, while all of the low potential businesses indicated that 
employees’ jobs were there for as long as they wanted them, two out of the six high potential 
businesses in the high growth category had to let people go. Secondly, the findings indicate 
that the high potential businesses are more likely to create jobs located outside of the Irish 
economy. While not the primary focus of this study, the findings importantly offer an 
alternative view to the existing arguments in the literature about the contribution of high growth 
firms to sustainable job creation.  
 
Female Entrepreneurship 
Findings from this study also have important implications for widely accepted beliefs around 
the motivation of female entrepreneurs in setting up their businesses. Similar to the job quality 
literature, the female entrepreneurship literature suggests a trade-off between a woman’s career 
and their non-work responsibilities. In particular it is argued that women are pushed into setting 
up their own businesses is to fit their career around their home circumstances (Pardo-del-Val, 
2010; Dawson and Henley, 2012). However, the findings of this study make a contribution to 
this field, leading to questions about the degree of emphasis given to this assumption in the 
literature. The results indicate that just 15.6% of women set up their business in order to fit 
their career around caring responsibilities. Furthermore, when discussing motivations with 
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female entrepreneurs in the interviews, even those with families spoke about putting all of their 
time into growing their business. There were indications that work and home cannot be 
separated, with some business owners discussing their business regularly with their children 
and others considering their business as another child. There were no differences in the role 
family plays in entrepreneurial motivations between women in the high and low potential 
businesses. This study importantly suggests that perhaps being pushed into entrepreneurship in 
order to balance work and home was once an important factor in entrepreneurship literature, 
however, challenges this perspective as it was not the experience of the participants in this 
study. 
 
The Concepts of Entrepreneurship and Growth 
In the literature review entrepreneurship was defined as “the process of starting and growing 
a business making entrepreneurs those who start and grow businesses” (Stough, 2016, p.131). 
This study, however, examined entrepreneurs in their specific role as job creators. While it is 
acknowledged that not every entrepreneur will create jobs, for those that do, their 
responsibilities as an employer should be taken into account in defining entrepreneurship. 
Hence, an updated understanding of the concept of entrepreneurship is put forward as a result 
of this study: 
 
“Entrepreneurship is a concept that refers to the process of starting and growing a 
business, with the potential for job creation, driven by the personal preferences of  the 
entrepreneur with varying degrees of influence over the quality of jobs created by 
during the process”.  
 
 The findings of the study also shed light on the understanding of growth. While the focus of 
the second phase of this study is on high and low growth firms, interviews highlighted the 
importance of acknowledging the ‘no growth’ position of some entrepreneurs. Hence, the 
findings show that when discussing growth and entrepreneurship, the concept exists on a 
continuum of no growth, to low growth, to high growth. The study also highlights that where 
a firm lies on the continuum does not directly impact perceived job quality, however, it does 




8.3.1.3 Entrepreneurship, Gender and Job Quality 
The key aim of this study in itself makes a significant contribution to the literature. It is the 
first study to examine differences in job quality between male and female owned businesses, 
finding that more than gender needs to be considered when investigating an entrepreneur’s 
influence on the quality of jobs they create. Furthermore, having identified that women create 
poorer jobs than men objectively. 
 
In objectively examining differences in job quality between male and female owned firms, a 
number of differences emerged in the areas of job security, contract use and working time. 
Firstly, this study concurs with GEM (2020a) in that it identified that female entrepreneurs 
have lower job creation aspirations than their male counterparts. This along with the fact that 
women are more likely to use if and when contracts for their employee’s signal concerns around 
job security as such contracts are precarious in nature. Secondly, it appears that working times 
are more likely to vary in female owned businesses, however, these business owners are also 
more likely to discuss working times with employees in advance of the roster being issued and 
to give at least thirty-six hours’ notice to changes to the roster. There are two important factors 
that emerge from these differences in job creation aspirations and job quality in male and 
female owned businesses, that are important from a theoretical perspective.  
 
Firstly, this study contributes to the limited existing knowledge to add that female 
entrepreneurs are not purposely creating what could be objectively determined as poor-quality 
jobs. This is an important insight as the findings from this study suggest that more than gender 
needs to be taken into account when investigating an entrepreneur’s influence on the quality of 
jobs they create. While this study took a narrow focus of gender, it is clear that factors such as 
financial support and business sector need to be investigated also. However, importantly, this 
study has enabled the commencement of the conversation on the influence of a job creator on 
job quality.   
 
Secondly, while an objective and quantified analysis of job quality highlights that female 
owned businesses can create more precarious jobs with varied working times and contracts, 
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this study strongly argues that these arrangements are not considered negative by all 
employees, in particular women. Therefore, while objectively the job security, contract use and 
working time characteristics offered by some female business owners are considered to be of 
poor quality, as mentioned previously, on a subjective level, some employees prefer these 
arrangements and see them as more flexible, a characteristic they value in defining a good 
quality job. Furthermore, this goes beyond the job quality trade-off idea proposed in the 
literature (Stier and Yaish, 2014; Piasna and Plagnol, 2017). Women are not necessarily 
choosing unskilled/low skilled professions. Some start out full-time in highly qualified 
positions such as pharmacists, but later in their career request a more flexible arrangement.  
Therefore, from the information provided by the entrepreneurs in the interviews, this study 
indicates that the trade-off suggestions in the literature do apply to employees. However, this 
study distinguishes between the experiences of employees and entrepreneurs finding that non-
work responsibilities are over emphasised in the literature discussing the motivations of female 
entrepreneurs. 
 
The Role of Business Context in Job Quality 
While some differences were identified in job quality between male and female owned 
businesses, the research indicates that business context has a stronger influence on job quality. 
The findings show some key differences in approach between high potential and low potential 
businesses to job quality. It was clear that high potential business owners consider job quality 
once their business is up and running. While initially the considerations are informal, these 
business owners do eventually consider formal recruitment procedures, as well as some going 
on to discuss career plans and employee engagement with employees. In contrast, employers 
in low potential businesses put very little thought into job quality beyond trying to make the 
social work environment positive in the moment. These companies lack any formal 
considerations of job quality. It also became clear that the employees in both types of 
companies had different preferences when it came to job quality. These differences again 
highlight the need for an agreed framework of descriptors, from which employers in different 
business contexts can chose different dimensions of job quality to focus on, appropriate to their 
employee and business needs. As mentioned previously, this study puts forward the dimensions 
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in the Eurofound (2012) Job Quality Framework as suitable descriptors, however, highlights 
the need to move from a solely objective approach. 
 
8.3.1.4 Conceptual Model Revisited 
In chapter two, a conceptual model was provided which integrated the limited existing 
literature on job quality, entrepreneurship and gender. This is illustrated again in figure 8.1. 
Having reviewed this in line with the findings from the study, the model has been revisited and 
is illustrated in figure 8.2. 
 
The primary research conducted for this study reinforces the definition of job quality as 
outlined in the model; a concept that describes the extent to which the characteristics of a job 
provide employment stability, opportunity for growth and optimum use of skills and discretion; 
all within a safe and transparent physical and social environment and with the aim of 
enhancing one’s job satisfaction. It also supports the use of the job characteristics outlined in 
the Eurofound (2012) Job Quality Framework, however, as descriptors rather than objective 
measures. Benefits have also been added to the ‘Earnings’ section of the framework to account 
for perks with a monetary value such as discounted goods and health insurance. 
 
In the originally proposed model, figure 8.1, characteristics of the entrepreneurs were included. 
These have been removed from the revised model as the findings from the study did not support 
their inclusion. For example, while Piasna and Plagnol (2017) have indicated a trade-off in job 
quality characteristics among female employees, this was not evident among female 
entrepreneurs. Male and female entrepreneurs placed very similar values on job quality 
characteristics and hence, this does not impact the quality of jobs they create. Similarly, 
motivation has been removed from the conceptual model. While Pardo-del-Val (2010) suggest 
that women are more likely to be pulled into entrepreneurship, this was not strongly supported 
by this study. With male and female entrepreneurs expressing similar motivations, this 
characteristic was not deemed a factor in any differences in job quality between male and 
female owned firms. Employment creation aspirations were also removed, as interviews 
indicated that the desire to create future jobs did not impact the quality of jobs already created 





Figure 8.1: Proposed Conceptual Model from Literature Review 
 
The revisited conceptual mode, figure 8.2, has two additions. The first is the acknowledgement 
of the influence that policy has over the various inputs into job quality. For example, this study 
highlights that Irish policy does not have a comprehensive definition and framework of job 
quality. This impacts the ability to enhance various job characteristics in the labour market, 
particularly when support organisations such as Enterprise Ireland and the Local Enterprise 
Offices do not have a clear understanding of job quality. Without this understanding, they 
cannot put solutions in place. Policy also influences the impact of the gender of the entrepreneur 









































• Hourly Earnings 
 
Prospects 
• Job Security 
• Career Progression 
• Contract Quality 
 
Intrinsic Job Quality 
• Skill use and discretion 
• Social Environment 
• Physical Environment 
















Characteristics of the 
Entrepreneur and their Business 
 
• Motivation  
– pulled or pushed into 
entrepreneurship 
 
• Job Quality Preferences 
 – job characteristics valued by 
the entrepreneur themselves 
 
• Sector  
– high growth/low growth 
 
• Employment Creation 
Aspirations  
– plans to create jobs in the 
future 
 
• Business Size  
– smaller business more likely 
to be owner managed 
 
 
Job Quality:  a concept that describes the extent to which the characteristics of a job provide employment 
stability, opportunity for growth and optimum use of skills and discretion; all within a safe and transparent 




to Irish enterprise policy, in relation to obtaining financial support if they are not in a high 
growth sector. This, along with female entrepreneurs not being aware of soft supports, is likely 
to influence how female entrepreneurs think about the quality of the jobs they create. This issue 
is also present for all entrepreneurs in low growth sectors.  
 
The second addition to the conceptual model is the inclusion of employee needs in the 
determination of job quality. As mentioned previously, this study supports those who argue 
that both objective and subjective measures of job quality need to be taken into account (e.g. 
Grün et al. 2010, Kauhanen and Nätti, 2015). While this study focuses on the entrepreneur’s 
perspective, there was a consensus in the interviews that perceived job quality is very much 
dependent on the views of the employee in the job. This finding highlights the needs for the 
employee and the business to be considered side by side when it comes to job quality. 
 
Finally, the revised model identifies the gender of the entrepreneur, the context of the business 
and employee needs as equal contributors to job quality. Overall, to date the literature job 
quality literature did not acknowledge the prerequisites of job quality. This model highlights 
the importance of not only considering the gender of the business owner, but also business 
context, employee needs and policy when assessing job quality. This model has application for 
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• Sector  
– high growth/low growth 
 
• Business Size  
– entrepreneur decisions more 
likely to influence job quality in 
smaller businesses  
 
Job Quality:  a concept that describes the extent to which the characteristics of a job provide employment 
stability, opportunity for growth and optimum use of skills and discretion; all within a safe and transparent 
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8.3.2 Policy Contribution 
Absence of a Comprehensive Definition 
In addition to theoretical contributions, the findings of this study have important contributions 
for policy. A significant contribution is that policies on job quality, entrepreneurship and 
female entrepreneurship are operating largely independently, despite the fact that entrepreneurs 
are in a prime position to influence job quality. A critical factor in this is the Irish Government’s 
definition of job quality. Similar to the implications of this study for the literature, in order for 
any major impact to be felt in job quality, a comprehensive framework and definition is 
required. This study highlights that this is not the case in Ireland. Rather than have a definition 
that is in line with existing definitions in the literature or a framework used by Eurofound or 
the European Commission, the Irish Government’s definition of job quality focusses on skills 
in the labour market as opposed to job characteristics. Hence, this study proposes that such an 
approach cannot provide any meaningful insight to employers on the importance of considering 
job characteristics in the design of jobs across SMEs in the country.  
 
The confusion about job quality in Irish policy is not surprising, given the lack of consensus 
on frameworks of job quality in both the literature and European policy. The funding provided 
by the Government focuses on sustainable employment, however, sustainability of a job is only 
one among many job characteristics that can enhance one’s job satisfaction. This study brings 
an all-encompassing approach to job quality into consideration in the Government’s job 
creation efforts. In doing this, this study suggests that the Government utilise a modified 
version of the Eurofound (2012) Job Quality Framework, as well as the use of a definition 
focusing on job characteristics, such as the one provided in this study. 
 
Disadvantaging Female Entrepreneurs 
Beyond the absence of a meaningful job quality definition or framework at a policy level, an 
important contribution of this study for policy is in highlighting the mismatch between the 
emphasis placed on high growth businesses and efforts to support female entrepreneurs. While 
it is acknowledged there is a female only fund to support high potential start-ups with women 
on their board, GEM (2020a) data shows that these are not the types of businesses women are 
establishing. Hence, this study argues that female entrepreneurs are automatically at a 
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disadvantage due to high growth firms being a priority. In fact, the focus on high potential 
businesses who either manufacture or export, excludes a large share of businesses in general. 
The major implication of this finding is that it is left to women to grow their own business with 
no financial support. This can not only impact their job creation ability, but also their ability to 
provide more stable work arrangements in those jobs. Policy needs to be more inclusive in its 
approach to funding female entrepreneurs, acknowledging the fact that women tend to set up 
their businesses in different sectors to men. 
 
Sustainable Employment 
Finally, it became evident in analysing policy documents and speaking with policy level 
stakeholders that in promoting high potential businesses, the Government aims to create 
sustainable employment. The findings of the interviews indicate two concerns with such a 
strategy. Firstly, in all of the low potential firms, the jobs they created were all in Ireland and 
in their locality. In contrast, the high potential firms tended to have employees working 
remotely from other countries. Hence, the country will not necessarily fully benefit from 
employment in high growth firms. Secondly, while not generalisable, reliance on an overseas 
firm for one business owner, meant that he had to make a large share of his team redundant. 
Business from Irish clients is what kept his remaining employees in jobs. The purpose of this 
study was not to ascertain the feasibility of exporting firms; however, this does provide an 
alternative view than the policy rhetoric. In terms of the impact of this contribution on job 
quality, as mentioned previously, it is important for policy to look beyond sustainability in 
defining job quality. Some industries may be highly volatile and not be able to ensure 
sustainability, however, may be able to offer other opportunities to their employees that they 
would value more. 
 
 
8.4 Policy Implications 
Based on the insights emerging from this study into Irish policy mentioned in the previous 
section, this section brings together the implications of these insights.  
• The job quality definition adopted by Irish policy does not refer to the characteristics 
of jobs and therefore is unlikely provide guidance to entrepreneurs that will enable them 
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to make decisions that will enhance the experiences of people at work. A review of this 
definition is required at Government level in order for a real impact to occur. Beyond 
this, this study recommends the use of the dimensions of the Eurofound (2012) Job 
Quality Framework as descriptors for employers, rather than objective measures. This 
would enable the Government to provide guidelines to employers on how best to take 
job quality into consideration at the job design stage. Proposing descriptors rather than 
strict measures, also allows for the heterogeneity of SMEs in the Irish labour market. 
In essence, such framework would provide a menu for employers to choose from, taking 
their business context and employee needs into account. Such a model will also allow 
for job quality to be measured and monitored at a national level. Furthermore, Irish 
policy could promote job quality by requiring business owners who receive funding 
from Enterprise Ireland and Local Enterprise Offices to take specific actions to enhance 
the quality of the jobs they create. 
• The OECD (2019) has identified a weakness in management capabilities in SMEs in 
Ireland. The findings of this study indicate that job design and considerations of job 
quality are also areas of weakness for entrepreneurs when starting their companies. The 
Government already provides various training programmes about starting and growing 
businesses to entrepreneurs through organisations such as Enterprise Ireland and the 
Local Enterprise Offices. In order to address the lack of awareness about job quality 
among entrepreneurs, programmes of this nature should also focus on educating 
entrepreneurs about job quality and its importance, providing practical examples of how 
job quality can be enhanced with use of the proposed descriptor. This will raise 
awareness in business owners that it is an issue that needs consideration along with 
responding to business needs.  
• A review of policy indicates that the Government’s focus in terms of job quality is 
developing a highly skilled labour market. While ISME feel that the Government’s 
approach to job quality is replacing all low paid jobs and that it is unrealistic, it is also 
unrealistic to expect that every job in the country should be highly skilled. This study 
highlights that job quality is a complex concept comprising of more job characteristics 
than just pay. This study also argues that a high level of skills should not be a perquisite 
for an employee to have a good quality job. The Government needs to move beyond 
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the emphasis of a highly skilled workforce, to address all aspects of job quality in policy 
such as working time, social and physical environment, progression, skill use and 
discretion and job security.  
• Given that the awareness of Government supports was only present among the high 
potential business owners, Local Enterprise Offices should market their non-financial 
supports more strongly to all business owners. A consistent definition and framework 
of job quality across all support organisations is required. When this is established, the 
Local Enterprise Offices can include the framework in training, networking and 
mentoring efforts to raise awareness of the issue. Local Enterprise Offices could also 
establish a means of monitoring the support they offer new business in the early days, 
including discussing the creation of good quality jobs with service users. 
• Finally, in light of Covid-19, this research is timely. The discussion of job quality needs 
to be elaborated at a policy level, particularly given the way the world of work is 
changing (e.g. McCarthy et al. 2020; Harnett and Kieran, 2020). The impact of Covid-
19 has likely changed expectations around how work is structured and hence, changed 
new job creation.  Furthermore, given the rise in remote working, it will be even more 
challenging to monitor job quality in organisations going forward. The Government 
needs to review its stance on job quality and adopt a more comprehensive approach to 
promoting and measuring it. 
 
 
8.5 Practical Implications 
While the findings of this study indicate that formally job quality is not being discussed at the 
job creation/design stage by business owners, there are some good signs that good practices 
exist in the organisations that participated. These should be nurtured and shared. It also should 
be acknowledged that these practices are not a ‘one size fits all’ approach and can be adopted 
as required depending on the business context. An overview of the good practices identified 
follows.  
• High potential businesses engaged in a number of formal hiring practices. Businesses 
in other contexts can also do the same, writing job descriptions, advertising vacancies, 
and making overall efforts to match the candidate to the job and organisation. 
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• Both high and low potential businesses outsourced expertise around employee contracts 
and entitlements. This is a practical step to ensure that the minimum requirements are 
being met by the employer, particularly in SMEs who may not have the expertise 
internally.  
• High potential businesses are also engaged in training initiatives. One firm highlighted 
their formal onboarding process, while another, highlighted the rigorous training 
process required to be successful in his organisation. Other companies can look at 
tailored in-house training for their own businesses to help enhance their employee’s 
experiences at work.  
• One high potential firm spoke about their engagement with employees in mapping out 
career journeys, as well as the use of employee engagement software. This is an action 
that business owners can tailor, depending on their individual business environment. 
Where there is no room for progression, other options such as responsibilities or 
upskilling opportunities can be discussed. One low potential business owner does make 
a conscious effort to identify potential in her employees and work with them to develop 
accordingly. This is a positive action; however, because it is informal it cannot be 
considered a good practice. It should be formalised so that employees can all be 
afforded equal access to the opportunities it presents. it would be strengthened if made 
formal and afforded to all employees. 
• Finally, while not necessarily a good practice, low potential businesses did make an 
effort to address the social work environment. However, all of these efforts were 
informal. As mentioned previously, a greater formality of practice is required to ensure 




8.6 Methodological Implications 
In addition to theoretical, policy and practical contributions, the use of a mixed methods 




This study highlights the value of using a mixed methods enquiry when examining job quality 
in the context of entrepreneurship and gender. In particular, the value of combining a 
quantitative survey and qualitative case studies is illustrated for an under researched 
multidimensional and multi stakeholder research topic.  
• The large-scale quantitative survey, of 300 respondents, provided the opportunity to 
undertake statistical analysis to determine if and where significant relationships existed 
between the gender of an entrepreneur and the quality of jobs they created. This enabled 
the identification of trends in job quality in male and female owned businesses. These 
trends were then explored through a set of qualitative case studies, enabling a more 
detailed insight into the underpinning behaviour, perceptions, narratives, and practices 
in relation to job quality. Furthermore, the qualitative study provided first-hand 
reflections of participants' point of view and gave a personal voice to study participants 
ensuring that study findings are grounded in participants’ experiences. This is 
particularly beneficial given that this study investigated the entrepreneur or employer 
perspective which has previously not been undertaken. 
 
• In addition to the use of mixed methods for this study, the qualitative phase 
acknowledges the duality of the entrepreneur and policy/support agencies involved in 
the development and implementation of initiatives related to job quality. Capturing the 
perspectives of both parties provided integral learnings on the comprehension and 
narrative gap that exists between both groups in terms the meaning of job quality. The 
findings in this highlight the need for a review of Irish policy with regard to job quality. 
Furthermore, it highlights the need for policy to consider all business contexts when 




8.7 Limitations of the Research 
There are a number of limitations to this study. Identifying these limitations helps provide 




One limitation of this study is that the data collected regarding industry was not as detailed as 
expected which if provided would have enabled a more detailed analysis of the role of industry 
sector on job quality. This information would have been useful as the study progressed to 
discuss high and low potential firms. A second limitation to this study was the difficulty 
accessing participants for both phases despite a number of follow up attempts to solicit 
respondents. Given the positive detail obtained from the interviews the research findings would 
have benefited from a larger number of interviews with entrepreneurs.  The challenge of 
obtaining responses from entrepreneurs is a useful learning that highlights the benefits of 
developing contacts and participating in SME related networks as a means of building contacts 
in this sector. . 
 
In outlining limitations to this research the inexperience of the researcher when the study began 
should be taken into consideration. Having only completed a qualitative study as part of a 
master’s thesis, the researcher had no experience in designing a mixed methods study, in 
particular, the quantitative phase. With this in mind, the researcher attended multiple survey 
design and statistics courses run by the University of Limerick Statistical Consulting Unit in 
the first year of the PhD in order to address this limitation which produced valuable learnings 
on research approaches and planning large scale quantitative surveys  for future research on 
this topic and for the writing of research papers. In addition, every effort was made to ensure 




8.8 Recommendations for Future Research 
In light of the primary contributions of this study and its limitations, a number of areas for 
future research have been identified by the researcher. This study is the only study to date to 
have examined the influence of the gender of a business owner on the quality of jobs they 
create, and therefore, provides an opportunity to build a research agenda examining other 
factors that influence decisions made about job characteristics. Not only do other characteristics 
of the job creator themselves warrant investigation as to the influence they have on the quality 
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of jobs created, but also factors at an organisation, industry/business category, and policy 
levels.  
 
Before discussing the various levels of inputs into job quality that warrant investigation, this 
study has highlighted the need for a comprehensive definition and framework of job quality to 
be utilised in any future research into the concept. This framework should be one that is readily 
usable for entrepreneurs when designing jobs in their organisations. Furthermore, it highlights 
the need for both objective and subjective measures to be taken into account in any future 
analyses of job quality, supporting claims of authors such as Grün et al. (2010) and Kauhanen 
and Nätti (2015). This study argues that while a majority of existing research examines job 
quality from the job holders’ point of view, a comprehensive understanding of job quality can 
only be achieved by looking at aspects that influence the job characteristics provided by the 
job creators. An adaptation of the Eurofound (2012) Job Quality Framework, taking subjective 
needs of both the employees and business context into account, provides an opportunity for 
future research to examine job quality among a larger sample. For example, businesses at an 
early stage might not be able to offer paid training or high levels of pay, however, may be able 
to offer autonomy and exposure to different functions of the business instead. Future research 
should apply this modified framework from a multi-stakeholder perspective, taking both the 
business context take and the needs of employees into account. This will enable the testing of 
this framework to determine job quality levels across organisations from both an employee and 
business owner perspective. 
 
As previously mentioned, the aim of this study was to examine the influence of a business 
owners’ gender on the quality of jobs they created. This study did identify objective differences 
in the quality of jobs created by men and women, however, acknowledges that other attributes 
warrant investigation. Research shows that entrepreneurs have different experiences based on 
a number of diverse attributes such as gender, age, race and sexuality (Wingfield and Taylor, 
2016). The job quality literature also argues that experiences of job quality can also be 
influenced by such attributes (Rodgers, 2008; Glavin, 2013; Frank-Miller et al. 2015). This 
presents an opportunity for future research to focus on these attributes and the intersectionality 
of them, in order to provide a more comprehensive insight into the ways in which the 
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entrepreneur themselves make decisions about job characteristics. Future research should also 
move beyond gender in its binary form. Moreover, while literature on gender differences in job 
quality preferences differ between male and female employees, the findings of this study 
suggest that the value placed on various job characteristics among business owners does not 
largely differ between men and women. Therefore, beyond looking at the entrepreneur 
themselves, the research on gender differences in the job quality needs to further distinguish 
between employees, business owners with no employees and business owners with employees. 
 
In addition to the individual attributes of the job creator, a more comprehensive investigation 
of organisational level factors will enhance the understanding of the inputs of job quality is 
needed. One such factor is business ownership composition. While the survey didn’t allow for 
identifying businesses with one owner, multiple owners or investors, the interviews highlighted 
the fact that a majority of those businesses were co-owned. Furthermore, the businesses that 
were co-owned, had various gender compositions; some all-male, some all-female and some 
mixed. Examining ownership composition and the impact that has on decisions made about job 
characteristics in organisations would provide a further dimension to discussion on job quality 
from the employer perspective. Additionally, from an organisational level input into job 
quality, the size of the business should also be investigated. While Hamzehpour (2013) 
suggests that better quality jobs are offered in larger firms with better wages and benefits, the 
interviewees in this study would argue differently. While these participants may have a bias 
towards SMEs, they do acknowledge that job quality is subjective and hence the experiences 
of people in different size firms may also be subjective. Specific research on the impact of 
organisation size on job quality is warranted, using a comprehensive job quality framework, 
going beyond pay and benefits. 
 
The industry in which a business operates should also be examined in order to ascertain the 
magnitude of the influence that an industry has on the quality of jobs created within it. Research 
has been conducted in terms of the precariousness of particular industries, however, that is not 
specific to job quality. Assessing the constraints or opportunities presented by various 
industries in providing characteristics across all of the Eurofound (2012) dimensions will 
further inform job quality influencers. Furthermore, industry research focusing on the gender 
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of business owners within industries is required, particularly in high growth industries. 
Research to date proposes high growth industries lead to better quality jobs, and that women 
are more likely to be in low growth industries (e.g. Henrekson and Johansson, 2010; Brooks et 
al. 2014; Yazdanfar and Ohman, 2018). However, gender comparisons within high growth 
industries would add a richer insight as to the impact of gender on job quality. 
 
Finally, this study has examined job quality and entrepreneurship policy in Ireland. It identified 
that policies promoting job quality, entrepreneurship and female entrepreneurship are operating 
largely independently, despite their focus on jobs. Future research can build upon these 
findings, investigating the overlap between job quality and entrepreneurship policies across 
countries. Such research would enable comparisons across similar institutions to identify policy 
level antecedents to good quality jobs. It would also encourage a comprehensive approach to 




The overarching aim of this study was to examine the extent to which the gender of an 
entrepreneur influences the quality of the jobs they create. It contributes to the literature 
significantly in that it is the first study of its kind, taking the gender of a job creator into account 
in terms of the impact on job quality. It also is the first study, to the knowledge of the researcher, 
to examine job quality from an entrepreneur’s perspective, in their secondary role as employer. 
The findings reveal objective differences in job quality between male and female owned 
businesses in the areas of job security, contract use and working time. However, this study 
concludes that even though the jobs women create can be considered ‘poor’ when objectively 
measuring these dimensions, it also highlights the need to consider the preferences of the 
employee when determining job quality. Furthermore, the role of business context in 
determining job quality is also a contribution of this study. Business owners in low potential 
businesses lack formal consideration around the quality of jobs they create. In contrast, once 
their businesses are established, business owners in high potential industries give formal 
consideration to their employee’s experiences at work. Overall, this study highlights the need 
for an agreed framework of job quality descriptors from which employers in different business 
332 
 
contexts can chose different dimensions of job quality to focus on, appropriate to their 
employee and business needs. Moreover, it is clear from this research that the policies on job 
quality, entrepreneurship and female entrepreneurship in Ireland are operating largely 
independently. This is despite the potential influence that entrepreneurship policy can have on 
job quality. Finally, a multi-level future research agenda has been outlined, proposing an 
investigation of factors at individual (business owner), organisational, industry and policy 
levels. In essence, the influence an entrepreneur has on the quality of jobs they create requires 
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Appendix A: Survey Outline 
 
Thank you for taking the time to complete this survey. The survey is being undertaken as part 
of a research project being conducted by Claire Harnett, Dr. Christine Cross and Dr. Caroline 
Murphy of the University of Limerick. This survey is for entrepreneurs who have created jobs. 
It is hoped to gain an insight into the way in which jobs are created by entrepreneurs for others 
and to capture the experience of the entrepreneur themselves. Responses to the survey will be 
completely anonymous. The survey can only be taken once. It should take no more than 12 
minutes to complete. If you wish to withdraw from the survey at any time, just exit the survey. 
Please answer all questions. If you have any questions about the survey, please email 




Section A - Business Owner   
    
This section gathers information about your background as a business owner. 
 Please answer all questions. 
 
Q1. Are you?           Male (1)              Female (2)  
 
Q2. In what year did you establish your business?    __________ 
 
Q3. Are you the sole founder of this business or did you co-found it with others? 
                       
Sole Founder (1)              Co-founder (2)  
 
Q4. What best describes your situation, prior to establishing your business? 
 
    Employee in another business (1)    Unemployed (2)     In 
education (3)    
    Caring responsibilities (4)     Career break (5)    Made 
Redundant (6)  
    Other (please specify) (7) 
________________________________________________ 
 
Q5. In addition to running your own business, are you currently an employee in another 
business? 




**If ‘No’ Skip To Q7 ** 
 
Q6. If yes, which of the following best describes your contract? 
 
 Full-time (1)    Part-time (2)    Independent 
Contractor (3)  
 
Q7. In what sector has most of your previous work experience been in? 
 
 Public Sector (1)   Private Sector (2)   Voluntary Sector (3)  
 
Q8. From the options below, please indicate the main reason for starting your business   
 Take advantage of business opportunity (1)    Limited employment 
opportunities (2)  
 Lifestyle choice (3)      Fit career around personal 
responsibilities (4)  
 Other (please specify) (5) 
________________________________________________ 
 
Q9. Which one of the following, do you feel, is the most important motive for pursuing 
this opportunity?  
Greater independence (1)    Increase personal income   (2)  
Just to maintain income   (3)    Other (please specify) (4)   
___________ 
         
Q10. What is your highest level of qualification? 
Second level education (1)  Higher Certificate (2)  Diploma (3)  
Degree (4)     Masters (5)    PhD (6)  
 
 
Section B - Business Background 
 This section seeks information on your business and the jobs it creates. When asking 
about employees, please do not count yourself or any co-founders as employees. 
 Please answer all questions. 
 






Q12. In what year did you hire your first employee? (excluding yourself or any co-founders) 
_________ 
 
Q13. How many people did your business employ at the beginning and how many does it 
employ currently? (please do not include yourself or any co-founder as an employee) 
 
 At the Beginning (1) At Present (2) 
Employees (1)   
 
Q14. Are you the only member of your family working in the business? 
 
Yes  (1)    No  (2)  
 
**If ‘Yes’ Skip To Q16 ** 
 
Q.15 If no, how many family members work in the business?   __________ 
 
Q16. Please indicate which of the following categories apply to those employees that were 
present at the beginning of your business and those that are present currently.  Please exclude 
yourself or any co-founders. (tick more than one if relevant) 
 
 At the beginning (1) At present (2) 
Paid employees  (1)   
Paid family 
members  (2) 
  
Unpaid family 







Q17. How many male and female employees did the business have at the beginning and 
how many does it have at present? (please do not include yourself or any co-founder in 
this answer) 
 
 At the beginning (1) At Present (2) 
Male (1)   




Q18. Please indicate the extent to which you agree or disagree with the following as 
























Labour costs (1)           
Attracting suitable employees (2)           
Availability of required skills in the labour 
market (3) 
          
 
Q19. How many employees do you currently have on each contract? (please do not 
include yourself or any co-founder in this answer) 
 _______ Full-time (1) 
 _______ Part-time (2) 
 _______ If and When (Hours will be offered to employees when there is a demand 
on labour) (3) 
 _______ Independent Contractor (4) 
 
Q20. Have you received support of monetary value from any of the following in the 
setting up and running of your business? (please tick all that apply) 
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 Local Enterprise Office  (1)                          Enterprise Ireland  (2)          
Chambers of Commerce  (3)  
 Non-Governmental Organisations (NGO)  (4)      Family  (5)  
 Bank or other financial institutions  (6)     Local Development 
Associations  (7)  
 None  (8)         Other (please specify)  (9) 
______________ 
    
Q21. What type of support have you received in the setting up and running of your 
business? (please tick all that apply) 
 Financial (1)    Advice/Mentoring (2)    Assistance with recruitment 
(3)   
 Networking (4)    Use of office space (5)    Business Development 
Workshops (6)  




Q22. In which industry does your organisation mainly operate?  
 Agriculture  (1)       Manufacturing  (2)     Transportation  (3)  
 ICT, Financial and Professional Services  (4)           Wholesale/ Retail  (5)          
Hospitality  (6)  
 Social and Personal Services  (7)   Construction  (8)      Healthcare  (9)  




Q23. Is your business..? (please tick all that apply) 
 Local (Customer base is focused within 100 miles of the business)  (1)  
 Regional (Customer base is primarily within one Province)  (2)  
 National  (3)  







Q24. Which Province are you based in? 
           Connacht (1)         Leinster (2)         Munster (3)           Ulster (4)  
 
 
Q25. To whom does the business normally sell its goods or services?  
 Private individuals or households  (1)    Small businesses, trade, 
farmers  (2)  
 Middlemen, agents, contractors  (3)    Large shops or enterprises in 
domestic market  (4)  
 International market, export products  (5)   Government agencies/public 
enterprises  (6)  
 Other (please specify)  (7) 
________________________________________________ 
 
Q26. Do you belong to a trade association or employers’ group?  
 Yes  (1)      No  (2)  
 
 
Q27. Do your employees belong to a trade union?  

















Section C - Employee Conditions   
This section asks questions that aim to gain an insight into the terms and conditions you 
provide for your employees.   
Please answer all questions.   
 
 
Q28. Which of the following best describes the way in which you base the pay of the 
majority of your employees? (please tick all that apply) 
 Piece Rate  (1)           Hourly  (2)      Salary  (3)      
Commission  (4)  




Q29. At entry level, which of the following would best describe the pay of employees?  
 Minimum Wage  (1)      Above Minimum Wage  (2)  
 
Q30. Does pay increase for your employees? 
 Yes  (1)      No  (2)  
 
Q31. How do you decide on your employees pay increases? (please tick all that apply) 
 Tenure  (1)    Performance  (2)     Updated qualifications  (3)  
 Other (please specify)  (4) 
________________________________________________ 
 
Q32. Do you offer your employees any of the following benefits? (please tick all that 
apply) 
 Health insurance  (1)    Company phone  (2)   Company car  (3)  
 Discounted goods  (4)     Pension  (5)    None  (6)  





Q33. What type of contracts have you offered to your employees both at the beginning of 
their employment in your business and after one year's service? (please tick all that apply) 
 
 At the Beginning (1) 
After 1 year of 
service (2) 
Part-time and Permanent (1)    
Part-time and Casual (2)    
Full-time and Permanent (3)    
Full-time and Casual (4)    
If and When (Hours will be offered to employees 
when there is a demand on labour) (5)  
  




Q34. What is the current gender breakdown of employees on each type of contract? 
 
 Male (1) Female (2) 
Part-time and Permanent (1)   
Part-time and Casual (2)   
Full-time and Permanent (3)   
Full-time and Casual (4)   
If and When (Hours will be offered to employees when there is a 
demand on labour) (5) 
  




Q35. How many hours do your non-full-time employees normally work per week? 
 
 0-10  (1)     10-20  (2)     20-30  (3)      30-35  
(4)  
 
Q36. Which of the following do you require your employees to work? (please tick all that 
apply) 
 
 Days (5am - 6pm)  (1)    Evenings (6pm - 10pm)  (2)      Nights 
(10pm - 5am)  (3)  




Q37. Do you pay for the training and development of your employees? 
 Yes  (1)      No  (2)  
 
 
Q38. Please indicate the extent to which you agree or disagree that your employees are 


















Noise so loud that they would 
have to raise their voice to talk to 
people. (1) 
     
Temperatures that are either too 
high or too low. (2)      
Breathing in smoke, fumes, dust, 
chemicals etc... (3)      
Lifting or moving people. (4)      
Carrying or moving heavy loads. 
(5)      







Q39. To what extent do you agree or disagree that the pace of your employees' work 
























The work done by colleagues (1)       
Direct demands from people such 
as customers, passengers, pupils, 
patients, etc. (2)  
     
Numerical production targets or 
performance targets (3)  
     
Automatic speed of a machine or 
movement of a product (4)  
     
The direct control from you, the 
employer (5)  
     
Verbal abuse from customers or 
colleagues. (7)      
Physical violence. (8)      


























Employee working times are outlined in 
the employment contract and are set. (1)  
          
Employee working times vary and are 
discussed with employees on a regular 
basis before a roster is formulated. (2)  
          
Working times are issued according to the 
demand on the business and are likely to 
vary weekly. (3)  
          
Working times are issued according to the 
demand on the business and are likely to 
vary monthly. (4)  
          
Changes to employee work schedules do 
not occur regularly. (5)  
          
When changes to schedules do occur, 
employees are given less than 24 hours’ 
notice. (6)  
          
When changes to schedules do occur, 
employees are given at least 36 hours’ 
notice. (7)  
          
Employees are expected to respond to 
work issues during their time off. (8)  
          
Employees are required to meet tight 
deadlines. (9)  
          
Employees are required to work at very 
high speed. (10)  







Q41. If an employee was to take an hour or two off during work hours to take care of 
personal or family matters, how likely is it that the request will be accommodated? 
 
 Definitely will  (1)     Probably will (2)     Might or might 
not  (3)  
 Probably will not  (4)    Definitely will not  (5)  
 
Section D - Business Owner  
Questions in this section focus on your experience as a business owner and your 
aspirations for your business. 
 Please answer all questions. 
 
Q42. Do you take a salary from the business? 
 Yes  (1)      No  (2)  
 
Q43. How many hours do you usually work per week on your business? 
 
 0 – 9  (1)    10-19  (2)    20-29  (3)    30-39  
(4)  
 40-49  (5)    50 - 59  (6)    60+  (7)  
 
Q44. How many days would you typically work in the week? 
 
 1  (1)      2  (2)      3  (3)   4  (4)  
 5  (5)      6  (6)      7  (7)  
 
 






I fear I might lose my business in the next 6 months. (1)    
Over the past 12 months, I have undergone training that has been paid for 





Q46. Which of the following are you required to work? (Please tick all that apply) 
 
 Days (5am - 6pm)  (1)           Evenings (6pm - 10pm)  (2)           Nights 
(10pm - 5am)  (3)  
 Saturdays  (4)            Sundays  (5)  
 
 
Q47. Would you say that for you arranging to take an hour or two off during working 
hours to take care of personal or family matters is ... ? 
 
 Extremely easy  (1)     Somewhat easy  (2)     Neither 
easy nor difficult  (3)  




















Not at all 
important 
(5) 
Earnings (1)            
Earnings Potential (2)            
Income Security (3)            
Contract Status (4)            
Ability to use and develop your skills (5)            
Ability to have a level of control over the 
way in which you do your job (6)  
          
A role that goes at a pace that I can enjoy 
(7)  
          
A role that allows me to be flexible (8)            
A role in which I can work weekends (9)            
A role in which I have some certainty 
with regard to the amount of hours I 
work (10)  





Q49. Please indicate the extent to which you agree or disagree with the following 


















The business is doing well and I would be 
happy to maintain current position (1)   
    
It is hoped that the business will marginally 
increase turnover in the next year (2)  
     
It is hoped that turnover will increase by at least 
20% each year over the next three years (3)  
     
It is hoped that the business will create more 
jobs in the next year (4)  
     
It is hoped that the business will increase its 
number of employees by at least 20% each year 
over the next three years (5)  





Thank you for completing the survey. Your participation is greatly appreciated. 
This study will involve a second phase where interviews will be conducted with business 
owners. If you would like to participate in these interviews please contact 
claire.harnett@ul.ie. The aim of the interview is to discuss the business owners' 
experiences and identify the challenges they face with job creation. The research is being 
conducted with a view to suggesting policy level improvements for supporting small 













Year business established  
How many employees at present?  
 
Opening:  
‒ What type of business do you run? 
‒ Industry 
‒ In what year did you hire your first employee? 
o How many? 
‒ How many of your employees were male/female? 
 
Theme: Motivations 
‒ How did you decide  to set up your own business 





 Rationale: Survey results show a clear difference in fitting a career around personal 
responsibilities. 15.6% of female respondents chose this as a main reason for starting their 
business in comparison to 5.3% of men. In addition, 5.8% more female than male respondents 




Theme: Owner Job Quality 
‒ What do you value in your own working arrangements?  









‒ How many hours do you work in the business per week on average?  
‒ What factors contribute to the number of hours/when you work in the business? 





Theme: Growth Aspirations 
‒ When you first set up your business, how did you imagine the business growing?  
o Has this shown to be the case? 
o What has facilitated that growth? 
o What has constrained that growth? 
 Rationale:  
While Md for both genders is 4.0, the difference can be seen in the mean values. The survey results show 
that while both male and female respondents see this item as important, female respondents (M = 4.28) 
place more value on it than male respondents (M = 3.92). Calculating the effect size (r = z / square root 
of N), r = 0.17. This would be a small to medium effect using Cohen (1988) criteria. 
 
While only one item showed a significant difference, table X illustrates a difference in the item ‘a role in 
which I have some certainty with regard to the amount of hours I work’. While the difference is not 
significant, male respondents (Md = 3.0, n = 127) were neutral when it came to this item while female 
respondents (Md = 4.0, n = 71) agreed that this is something they want from a job. 
 
 Rationale:. More male business owners (30.8%) than female business owners (22.2%) work over 
60 hours per week on their businesses. The same can be said for 50-59 hours per week, although 
the difference narrows with 30% of men and 27.8% of women working those hours. The difference 
increases for 40-49 hours with more men (27.7%) than women (19.4%) working these hours. On 
the other hand, more women (19.4%) work 30-39 hours a week than men (6.2%). Similarly, 6.9% 
of women work 20-29 hours a week in comparison to 2.3% of men. 
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‒ Had you thought about growth in the number of jobs you hoped to create? 
‒ Looking back, would you have done anything differently in terms of growing 
your business?  






‒ In growing your business have you received any financial support? 
‒ From who? 
‒ Where there any conditions to be met when receiving this support?  (emphasis on 
employment creation or revenue) 
‒ Do funding bodies ask about the number of jobs being created by your business? 




Theme: Job Creation 
‒ Talk me through how you made the decision to first hire someone. 
‒ What factors influenced your decision? 
‒ Was job creation an aspiration of yours before setting up your business? 
 Rationale: In the survey when asking respondents about the business growth aspiration, only one 
item showed a significant difference between genders; it is hoped that the business will create more 
jobs in the next year. While Md for both genders is 4.0, a difference can be seen in the mean values. 
Table X shows that the male respondents (M = 3.97) have stronger aspirations for this item than 
female respondents (M = 3.63). Calculating the effect size (r = z / square root of N), r = 0.186. 
This would be a small to medium effect. 
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‒ How did you go about hiring your first employee?  
‒ What type of issues did you experience when setting out to hire people?  
o Probe: Legislation, Creating contracts, Advertising 
‒ Have you experienced any difficulties in the availability of the skills and abilities that 
you wanted for your workforce? 
‒ What was your number one concern when you began to hire employees? 
 
 
Theme: Job Quality 
‒ What does creating a good quality job look like to you?  
o How do you take these into consideration in designing roles? 
o Have your views on what a good job is changed over time? 
o Based on what? 
o How do they keep pace with that? 
‒ What do you think would attract people to work for your company? 
o What do your current employees value most do you think? 
o Does it differ much among them? 
‒ What do you think would deter people from working for your company? 
o How does the size of the organisation impinge on job quality? (does it make 




‒ How do you decide what type of employment contracts you use? 
‒ Which types of employment contracts do you use the most?  
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Theme: Working time 
‒ How many hours would you normally give non-full-time employees? 
‒ What influences this decision? 
‒ Are there opportunities for non-full-time employees to become full-time overtime? 
 
 
‒ Are working hours for employees set every week?  
‒ If not, what factors lead to their change? 
‒ Are employees consulted in advance of changes? How much time in advance? 




 Rationale:  
• Survey results indicate that more women than men used part-time casual contracts both at the 
beginning and after 1 year service. Women are also more likely to use If and When contracts after 
one year. 
• Interestingly, male (Md = 3.0, n = 135) business owners appear to hire more employees on a full-
time contract than female (Md = 1.50, n = 84) business owners. 
• The male respondents (Md = 5.0, n = 67) have more male employees on full-time permanent contracts 
than female respondents (Md = 2.0, n = 31). 
• Male respondents (Md = 3.0, n = 63) are more likely to hire women on full-time permanent 
contracts than female respondents (Md = 2.0, n = 42). 
 
Rationale: 29.5% of men were likely to give non-full-time employees 0-10 hours a week in 
comparison to 11.7% of women. Over half (53.3%) of women give those employees 10-20 hours 
per week as opposed to just over a quarter (25.3%) of men. 
 
Rationale: While men (Md = 3.0, n = 119) are neutral on discussing working times with employees 
before the roster is formulated, women (Md = 4.0, n = 61) are more likely to do so. Similarly, when 
changes to schedules occur, women (Md = 4.0, n = 59) are more likely to give at least 36 hours’ notice 
than their male counterparts (Md = 3.0, n = 118). When it comes to rosters varying, female business 
owners working times are more likely to vary weekly (Md = 4.0, n = 60) than monthly (Md = 2.0, n = 




Appendix C: Coding Trees 
 
Coding trees developed from analysis of the interviews have been developed and included 
below. Comparisons were observed between high potential and low potential firms. 
Green = common responses 
Navy = responses only by high potential business owners 
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What is Job Quality? 
 
         
 
Employee Values 
























































Appendix D – Interview Guide for Policy-Level Stakeholders  
 
Interview with ISME 
What are the key challenges facing business owners today in creating jobs? 
From your experience, have you seen challenges with the creation of good quality jobs 
among your members? 
 
Interview with Enterprise Ireland/LEO’s representative 
Can you give an overview of some of the key supports that Enterprise Ireland/LEO’s 
provides Business Owners?  
What are key priorities in the funding provided? 
Are there any supports specifically for female entrepreneurs? 
How do they take job quality into consideration? 
What are the key challenges facing business owners today? 
Do these challenges vary between male and female business owners? 
 
Department of Business, Enterprise and Innovation 
Can you talk me through some of your policies for entrepreneurs/small business owners? 
Does the department have any particular policies for female entrepreneurs? 
The Future Jobs Ireland Programme is advocating good quality jobs, what types of things are 
going to be put in place to make this happen? 



















The completion of this form is only necessary where the proposed research involves 
working with human subjects.1 
 
Faculty and PhD Research Students (please note that your answers must be typed) 
 
Name:         Claire Harnett 
E-mail Address:   Claire.harnett@ul.ie 
Date:          11th May 2018 
Title of Project:    Taking the high road or low road? An examination of job quality in male 
and female owned businesses in Ireland 
 
Names of other  





Research Purpose: (50-100 words) 
 
1 Examples of research involving human subjects include (but are not limited to): carrying out interviews; 
conducting a survey; distributing a questionnaire; using focus groups; and the observation of individuals or groups. 
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The overarching aim of this research is to examine the extent to which job quality differs 
between female owned businesses and male owned businesses. In order to investigate this 
question it is necessary to address four key research objectives; to identify the factors that 
account for the differences in job quality based on gender; to establish the extent to which there 
is a difference in perceived job quality between men and women; to identify measures male 
and female entrepreneurs’ themselves value in determining job quality; and to examine the 
quality of jobs created by both male and female entrepreneurs  
 
 
Research Methodology: (100-150 words) 
In order to address the research question and objectives, a preliminary quantitative study will 
be conducted. A survey will be designed in order to ascertain the job quality of the participants. 
Participants will be employees of entrepreneurs who have received funding from Irish bodies 
who support entrepreneurs. Questions will be based on a combination of existing job quality 
frameworks. There will also be a qualitative element to the study, where entrepreneurs will 
take part in semi structured interviews. The same interview guide will be used for each 
interview. Interviews will investigate the entrepreneur’s ideas of job quality and their 
motivations for becoming entrepreneurs. 
1. Human Subjects 
 
  Does the research proposal involve: 
 
  (a) Any person under the age of 18?             Yes⁭       No⁭ 
(b) Adult patients?                 Yes⁭       No⁭ 
(c) Adults with psychological impairments?            Yes⁭       No⁭ 
(d) Adults with learning difficulties?              Yes⁭       No⁭  
(e) Adults under the protection/ control/influence 
  of others (e.g., in care/ in prison)?                             Yes⁭       No⁭     
(f) Relatives of ill people  
(e.g., parents of sick children)?               Yes⁭       No⁭ 
(g) People whose comprehension of the research  
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and its requirements might be compromised by  
their linguistic competence? (e.g. individuals whose  
mother tongue is another language, who are being  
asked to participate in research in English)              Yes      No⁭ 
 
  
2. Subject Matter 
 
Does the research proposal involve: 
 
(a) Sensitive personal issues? (e.g., suicide, bereavement, 
gender identity, sexuality, fertility, abortion,  
gambling)?                     Yes⁭       No⁭ 
(b) Illegal activities, illicit drug taking, substance abuse  
or the self reporting of criminal behaviour?     Yes⁭       No⁭ 
(c) Any act that might diminish self-respect or cause  
shame, embarrassment or regret?      Yes⁭       No⁭ 
(d) Research into politically and/or racially/ethically  
sensitive areas?        Yes⁭       No⁭ 
 
 
3. Procedures  
 
Does the proposal involve: 
 
(a) Use of personal or company records without consent? Yes⁭       No⁭ 
(b) Deception of participants?       Yes⁭       No⁭ 
(c) The offer of disproportionately large inducements 
 to participate?         Yes⁭       No⁭ 
(d) Audio or visual recording without consent?     Yes⁭       No⁭ 
(e) Invasive physical interventions or treatments?    Yes⁭       No⁭ 
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  (f) Research which might put researchers or  
   participants at risk?        Yes⁭       No⁭ 
 
 
4. (a) Who will your informants be? 
  Informants will be entrepreneurs who have created jobs and their employees 
 
 
(b) Do you have a pre-existing relationship with the informants and, if so, 
what is the nature of that relationship?  




(c) How do you plan to gain access to /contact/approach potential  
informants? 
 
It is planned to reach out, via email, to Irish bodies who support and fund Irish 
entrepreneurs, for example, Enterprise Ireland and Local Enterprise Offices. 
 
 
Please indicate by ticking the following box if you agree to the following conditions: I 
confirm that I will inform all participants that this research is being conducted as part 




(d) What arrangements have you made for anonymity and confidentiality? 
 
Employers and employees will not be asked for any personal details that can 
identify them in the study. Semi-structured interview guides will be prepared 
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in a way that ensures anonymity and approved by my supervisors. Questions 
on the survey will also not identify the respondents. 
 
 
(e) What, if any, is the particular vulnerability of your informants? 
 




Please indicate by ticking the following box if you agree to the following conditions: I 




(f) What arrangements are in place to ensure that informants know the  
purpose of the research and what they are going to inform about? 
 
Participants will be required to read a detailed cover letter outlining the 
purpose of the research will be available before participants begin the survey. 
The same information will be made available to potential participants of the 
interviews before they agree to part-take in the study. 
 
 
(g) How will you ensure that informants are aware of their right to refuse  
to participate or withdraw at any time? 
 
I will put this information in the cover letter mentioned above and will also 





(h) How would you handle any unforeseen safety issues should they arise? 
 




(i) How do you propose to store the information? 
 
Electronic information will be stored in password protected files. Any hard 
drives or USB keys will be locked away in a filing cabinet that only the 





Please indicate by ticking the following box if you agree to the following conditions: I 
confirm that all the electronic data will be stored in password protected files, and all 
hard copies of the data collected will be stored in a locked storage unit only accessible 






If you have answered YES to any of the questions in PART A, sections 1-3, you will also need 
to comply with the requirements of PART B of this form. 
 
If you have answered NO to all of the questions in PART A, sections 1-3 above, please ignore 
PART B of the form. 
 
All applicants must complete the relevant KBSREC research ethics application form (either 
the Faculty and PhD students’ form or the FYP and taught postgraduate students’ form). All 
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questions on this form must be answered. All answers must be typed – handwritten applications 
cannot be processed. Forms must be signed by the principal investigator and faculty supervisor 
where relevant. KBSREC is only accepting electronic submissions of research ethics 
application forms. Signatures can be added to forms in one of two ways. First, applicants may 
print out a typed form, sign it, and then scan the signed form and submit this signed version. 
Alternatively, applicants may insert electronic signatures into the form directly.  
 
Forms should emailed to KBSResearchEthics@ul.ie. You will receive an acknowledgement of 
your application at this point. This form must be submitted before the research begins.  
 
Signature of principle investigator:__________________ Date: ______________ 
 




Insurance cover is required for all research carried out by UL employees.  Principal 
Investigators/Supervisors  should  carefully  view  the  University’s  ‘Insurance Guidelines  
for  Researchers’  document  and  the  University’s  Insurance  cover  to  
ascertain  if  their  proposed  research  is covered. These documents  are  available  at  




Where  any  query  arises  about  whether  or  not  proposed  research  is  covered  by  
insurance,  the  Principal  Investigator/Supervisor  must  contact  the  University’s  Insurance  
Administrator  at  insurance@ul.ie  to  confirm  that  the  required  level  of insurance cover is 
in place.    
Please  indicate  by  way  of  signature  that  the  research  project  is  covered  by  UL's  






























Appendix G: Normality Distribution - Continuous Variables 
 
Q2. In what year did you establish your business?/ Age of Business  
 








Q13a How many people did your business employ at the beginning? 
 





























Q13b How many people does it employ currently?  




























Q17. How many male and female employees did the business have at the beginning and 
how many does it have at present?  
 
        
 
 






Q19. How many employees do you currently have on each contract? Full-time (1) Part-
time (2) If and When (3) Independent Contractor (4)  
 
 
     
400 
 




Q34. What is the current gender breakdown of employees on each type of contract? 
Part-time Permanent  
 
      
 
Part-time Casual 





   
 
Full-time Casual 
         
 
 
If and When 




































Appendix H: Normality Distribution - Categorical Variables 
 
Q1. Gender  
 
 
Q3. Are you the sole founder of this business or did you co-found it with others?  
 
 























Q9. Which one of the following, do you feel, is the most important motive for pursuing 
this opportunity?  
 
 










Q16. Please indicate which of the following categories apply to those employees that 
were present at the beginning of your business and those that are present currently. 
 
 
        
 




    
 
Q18. Please indicate the extent to which you agree or disagree with the following as 
problems you face in running your business. 
 








Q20. Have you received support of monetary value from any of the following in the 
setting up and running of your business? (please tick all that apply) 
 
     
 
 
       
 
 





   
 
 
Q21. What type of support have you received in the setting up and running of your 
business? (please tick all that apply) 
 
   
 
       












Q23. Is your business..? 
 
 






















Q26. Do you belong to a trade association or employers’ group?  
 
 
Q27. Do your employees belong to a trade union?  
 
Q28. Which of the following best describes the way in which you base the pay of the 
majority of your employees? (please tick all that apply) 
 









Q29. At entry level, which of the following would best describe the pay of employees?  
 
 






Q31. How do you decide on your employees pay increases? 
 
   
 
 







Q32. Do you offer your employees any of the following benefits? 













Q33. What type of contracts have you offered to your employees both at the beginning 
of their employment in your business and after one year's service? 
 
 





    
 
 



















Q36. Which of the following do you require your employees to work? 














Q38. Please indicate the extent to which you agree or disagree that your employees are 















Q39. To what extent do you agree or disagree that the pace of your employees' work 
depends on the following? 
 
 
     
 
 












   
 
 














Q41. If an employee was to take an hour or two off during work hours to take care of 



























Q46. Which of the following are you required to work? 
    
 
 






Q47. Would you say that for you arranging to take an hour or two off during working 







Q48. Please indicate the degree to which each of the following aspects of a job are 
important to you 
 
 
    
 
 





     
 
 
    
 
            
 
 
Q49. Please indicate the extent to which you agree or disagree with the following 








   
 
 
 
 
 
 
 
 
 
 
 
 
